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Introduction

Most adult workers will require job-related training or
retraining at least several times during their working
lives. Currently a great deal of this training is provided in
and by the private sector, although the educational
system—especially at the community college level—is
becoming increasingly involved. This involvement will
need to increase if the training needs of the work force
are to be met. The most effective training delivery
systems for adults must be identified and incorporated
into job-training programs. This is the focus of this
bibliography, which includes citations exploring current
training practices, methods, and philosophies in both the
private sector and the educational system; how each
system can learn from the experiences of the other to
improve its training program(s); the importance of
cooperation among all training providers; and what is on
the horizon for training in the future. Research on aduit
learning is also included: specifically, how adults learn,
the most effective strategies for facilitating adult learning,
and how to incorporate this knowledge in the design and
implementation of training for adults.

Training is a vast topic. This bibliography is not intended
to be a comprehensive examination of it, but rather a
selective look at one aspect—delivering training to

E T —

Citations include administrative material, books, disserta-
tions, information analyses, journal articles, opinion
papers, research reports, and teaching guides.

Materials for i .clusion in this bibliography were located
through the Florida Educational Information Service
(FEIS). FEIS conducted (1) searches of computerized
retrieval systems (specifically, the ERIC {Educational
Resources Informaticn Center), ABIINFORM,* Disserta-
tion Abstracts International, and ANAGEMENT
CONTENTS® data bases on DIALOG) and (2) a manual
search of current journals, from which three articles
were selected to be reprinted here.

FEIS is sponsored by the Florida Division of Vocational,
Adult, and Community Education ard 1s located in the
Center for Instructional Development and Services,
Florida State University.

“ABI/INFGRM, the business data base, is a copynighted product of
UMI/Data Courier, 620 South Fifth Street, Lowisville, Kentucky
40202 Full-text articles of most ABIINFORM abstracls are
available from Data Courier for $10.75 each. Call (800) 626-2823
{U S.) or (800) 526-0307 (Canada) for additional information or to
order an arlicle




For additional search information, contact Florida Educa-
tional Information Service, Center for instructional

. Development and Services, 2003 Apalachee Parkway,

; Suite 301, Tallahassee, FL 32301-4829, (904) 487-2054.

} NOTE: The American Society for Training and Develop-
ment, underwritten by the U.S. Department of Labor, is
currently at work on a research project, “‘Best Practices:
What Works in Training and Development.” Four books
will be written and published, based on research findings.
For more information contact the ASTD National Affairs
Office at (703) 683-8154.
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30 Things We Know for Sure
About Adult Learning

We don’t know a lot about the
mechanisms of adult learn-
ing. At least, not in the “What are the
minimum—necessary and suffi-
cient—conditions for effecting a per-
manent change in an adult’s behav-
ior™ sense of knowing.

In that, we’re not alone. Malcolm
Knowles came to much the same
conclusion in The Adult Learner: A
Neglected Species. Eight years ago, he
equated his efforts to summarize
what was then known about adult
learning to a trip up the Amazon: “It
isa strange world that we are going to
explore together, with lush growth of
flora and fauna with exotic names
(including fossils of extinct species)
and teeming with savage tribes in rag-
ing battle. I have just made a casing-
the-joint trip up the river myself, and
I can tell you that my head is reeling”
Today, Knowles says, ““The river is
much tamer. We are beginning to un-
derstand what we do that works and
why it works.” But as we listen, we
have the distinct impression that
what our point man Knowles sees as
tame travel can still be white-water
rapids for the rest of us.

While there are hundreds of books
and articles offering tips and tricks
for teaching adults, the bulk of that
knowledge is derived f.om three rela-
tively limited spheres. The first is
“My life and times in teaching,”
wherein one teacher/trainer of adults
shares his or her career’s accumula-
tion of secrets with others. Though
intriguing and interesting, this litera-
ture focuses more on teacker survival
than anything else. While we learn
much about living, we learn relatively
little about learning.

By Ron and Susan Zemke

The second common source is the
“Why adults de-~ide to study” re-
search. Here we learn some interest-
ing, even fascinating, things about the
conditions and incidents that moti-
vate adults to engage in a “focused
learning effort.” But in most of this
research, the adult seems assumed to
be a learning machine who, once
switched on, vacuums up kriowledge
and skill. It is more indicative than
instructive, more suggestive than
substantive. A cynic would call this
body of knowledge about adult learn-

n doeldtng which articles to in-
clude in this spedial lssue, this one
from Jmm 1981 '\:::.; gimme.
We've more requests
for it than for any other article
TRAINING has ever printed.~Edi-
fors

ing a form of market research.

The third source is extrapolation
from theory—both adult learning
theory and research—derived from
work with children and non-human
subjects. The adult learning theories
in question are really holistic treat-
ments of human nature: the Carl
Rogers/Abraham Maslow sort of the-
ory from which we can only infer, or
guess at, rules of practice. “Would
you rather learn from a lecture or a
book?” or “On your own or with di-
rection?” are interesting questions,
but ones that beg the issue of results

‘or-learning-outcomes. A trainee may

prefer listening to lectures but learn
best by practice and application exer-
cises.

The non-adult theory and research
is a broad lot—everything from child
development studies to pigeon train-
ing. The tendency seems to be to
draw guidance from the B.F, Skinner/
behavior modification/programmed
instruction and the Albert Bandura/

behavior modeling/social learning -

schools of thought. While both
schools are generating research and
results, they are still shorter on
proven practices than pontification
and speculation. No single theory, or
set of theories, seems to have an arm-
lock on understanding adults or help-
ing us work effectively and efficiently
with them.

Still and all, from a variety of
sources there emerges a body of fairly
reliable knowledge about adult learn-
ing—arbitrarily, 30 points that lend
themselves to three basic divisions:

e Things we know about adult
learners and their motivation.

® Things we know about designing

“

b e

Reprinted with permission from the June 1981 issue of TRAINING, The Magazine of Human Resources Development, Copyright 1981,
Lakewood Publications Inc., Minneapolis, MN, (612) 333-0471, All rights reserved.
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curricula for adults.

o Things we know about working
with adults in the classroom.

These aren’t be-all, end-all catego-
ries. They overlap more than justa
little bit. But they help us understand
what we are learning from others
about adult learning.

Motivation to Learn

Adult learners can't be threatened,
coerced or tricked into learning
something new. Birch rods and gold
stars have minimum impact. Adults
can be ordered-into a classroom and
prodded into a seat, but they cannot
be forced to learn. Though trainers
are often faced with adults who have
been sent to training, ther¢ are some
insights to be garnered from the re-
search on adults who seek out a struc-
tured learning experience on their
own. It’s something we all do at least
twice a year, the research says. We be-
gin our running tally from this base
camp.

1 Adults seek or: learning experi-
ences in order to cope with spec.ific
life-change events. Marriage, divorce,
a new job, a promotion, veing fired,
retiring, losing a loved one and mov-

ing to anew city are examples. ——both;-depending-on-the individual’s

2 The more life-change events an
adult encounters, the more likely he
or she is to seek out learning oppor-
tunities. Just as stress increases as
life-change events accumulate, the
motivation to cope with change
through engagement in a learning ex-
perience increases. Since the people
who most frequently seek out learn-
ing-opportunities are people who
have the most years of education, it is
reasonable to guess that for many of
us learning is a coping response to

significant change.

3 The learning experiences adults
seek out on their own are directly re-
lated—at least in their own percep-
tions—to the life-change events that
triggered the secking, Therefore, if 80
percent of the change being encoun-
tered is work-related, then 80 percent
of the learning experiences sought
should be work-related.

4 Adults are generally willing to en-
gage in learning experiences before,
after or even during the actual life-
change event. Once convinced that

the change is a certainty, adults will
engage in any learning that promises
to help them cope with the transition.

5 Although adults have been found
to engage in learning for a variety of
reasons—job advancement, pleasure,
love of learning and so on—it is
equally true that for most adults
learning is not its own reward. Adults
who are motivated to seek out a

There seem to be
‘teachable momients’
in the lives of adults.

learning experience do so primarily
(80-90 percent of the time) because
they have a use for the knowledge or
skill being sought. Learning is a
means 1o an end, not an end in itself.

6 Increasing or maintaining one’s
sense of self-esteem and pleasure are
strong secondary motivators for en-
gaging in learning experiences. Hav-
ing a new skill or extending and en-
riching current knowledge can be

personal perceptions.

The major contributors to what we
know about adult motivation to learn
have been Allen Tough, Carol Asla-
nian and Henry Brickell, Kjell Rub-
enson and Harry L. Miller. One im-
plication of their findings for the
trainer is that there seem to be
“teachable moments” in the lives of
adults. Their existence impacts the
planning and scheduling of training.
As a recent study by the management
development group of one larze man-
ufacturer concluded, *Newly pro-
moted supervisors and managers
must veceive training as nearly con-
current with promotions and changes
in responsibilities as possible. The
longer such training is delayed, the
less impact it appears to have on ac-
tual job performance.”

Curriculum Design

One developing research-based
concept that seems likely to have an
impact on our view and practice of
adult training and development is the
concept of “fluid” versus *“crystal-
lized” intelligence. R.B. Catell’s re-

search on lifelong intellectual devel-
opment suggests there are two
distinct kinds of intelligence that
show distinct patterns of age-related
development but function in a com-
plementary fashion. Fluid intellect
tends to be what we once called in-
nate intelligence; fluid intelligence
has to do with the ability to store
strings of numbers and facts in shor:-
term memory, react quickly, see spa-
tial relations and do abstract reason-
ing. Crystallized intelligence is the
part of intellectual functioning we
have always taken to be a product of
knowledge acquisition and experi-
ence. It is related to vocabulary, gen-
eral information, conceptual knowl-
edge, judgment and concrete rea-
soning.

Historically, many societies have
equated vouth with the ability to in-
satiably acquire information, and age
with the ability to wisely use infor-
mation. Catell’s research suggests this
is true—that wisdom is, in fact, a sep-
arate intellectual function that devel-
ops as we grow older. Which leads to
some curriculum development im-
plications of this two-faceted intellect
concept:

_lAdult.leaLDQLS_Lend to be less inter-

ested in, and enthralled by, survey
courses. They tend to prefer single-
concept, single-theory courses that
focus heavily on the application of the
concept to relevant problems. This
tendency increases with age.

8 Adults need to be able to integrate
new ideas with what they already
know if they are going to keep—and
use—the new information.

9 Information that conflicts sharply
with what is already held to be true,
and thus forces a re-evaluation of the
old material, is integrated more
slowly.

10 Information that has little “con-
ceptual overlap” with what is already
known 1s acquired slowly.

11 Fast-paced, complex or unusual
learning tasks interfere with the
learning of the concepts or data they
are intended to teach or illustrate.

12 Adults tend to compensate for
being slower in some psychomotor
learning tasks by being more accurate

11
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and making fewer trial-and-error
ventures.

13 Adults tend to take errors per-
sonally and are more likely to let
them affect self-esteem. Therefore,
they tend to apply tried-and-true so-
lutions and take fewer risks. There is
even evidence that adults will misin-
terpret feedback and “mistake” er-
rors for positive confirmation.,

Dr. K. Patricia Cross, author of
Adults As Learners, sees four global
implications for designing adult cur-
riculum in Catell's work. “First, the
presentation of new information
should be meaningful, and it should
include aids that help the learner or-
ganize it and relate it to previously
stored information. Second, it should
be presented at a pace that permits
mastery. Third, presentation of one
idea at a time and minimization of
competing intellectual demands
should aid comprehension. Finally,
frequent summarization should facil-
itate retention and recall.”

A second neat new idea that influ-
ences curriculum design is the con-
cept of adult developmental stages.

. Jean Piaget, [ awrence Kohlberg and

others have seen children as passing
through phases and stages for some
time. It is only recently, thanks to
Gail Sheehy, Roger Gould, Daniel
Levinson and others, that we’ve
come to acknowledge that there are
also adult growth stages. A subset of
this concept is the idea that not only
do adults’ needs and inierests contin-
ually change, but their values also
continue togrow and change. For that
insight, we can thank Clare W, Graves
and his pioneering work in value
analysis. The implications, though
still formative:

14 The curriculura designer must
know whether the concepts and ide a.
will be in concert or in conflict with
learner and organizationa! values. As
trainers at AT&T have learned, mov-
ing from a service to a sales philoso-
phy requires more than a change in
words and titles. It requires a change
in the way people think and value.

15 Programs need to be designed to
accept viewpoints from people in dif-
ferent life stages and with different
value “sets.”

16 A concept needs to be “an-
chored” or explained from more than
one value set and appeal to more
than one developmental life stage.

A final set of curriculum-design
guides comes from the research on
learning media preference. Research-
ers have for years been asking stu-
dents if they pieferred learning XYZ
from a book, a movie, an experience
or another person. Though there are
limitations to the value of this sort of
data, enough of it is accumulating 0
be of some help to the design effort.

17 Adults prefer self-directed and
self-designed learning projects 7 to 1
over group-learning experiences led
by a professional. Furthermore, the
adult learner often selects mnre than
one medium for the design. Reading
and talking to a qualified peer are fre-
quently cited as good resources. The
desire to control pace and start/stop
time strongly affects the self-directed
preference.

18 Non-human media such as
books, programmed instruction and
television have become popular in re-
cent years. One piece of research
found them very influential in the
way adults plan self-directed learning
projects.

19 Regardless of media, straightfor-
ward how-to is the preferred content
orientation. As many as 80 percent of
the polled adults in one study cited
the need for applications and how-to
information as the primary moti-
vaticn for undertaking a learning
project.

20 Self-direction does not mean iso-
lation. In fact, studies of self-directed
learning show self-directed projects
involve an average of 10 other people
as resources, guides, encouragers and
the like. The incompetence or inade-
Juacy of these same people is often
rated as a primary frustration. But
even for the self-professed, self-di-
rected learner, lectures and short
seminars get positive ratings, espe-
cially when these events give the
learner face-to-face, one-to-onc az-
cess to an expert.

Apparently, the adult learner s a
very efficiency-minded individual.
Alien Tough suggests that the typical
adult learner asks “What is the cheap-

est, easiest, fastest way for me to learn
to do that?” and then proceeds inde-
pendently along this self-determined
route. An obvious tip for the trainer is
that the adult trainee has to have a
hand in shaping the curriculum of the

program.

In the Classroom

We seem toknc e '2ast about
helping the adult maximize the class-
room experience. There are master
performers in our trade who gladly
pass along their favorite tips and
tricks, but as Marshall McLuhan ob-
served, “We don’t know who discov-
ered water but we can be pretty sure it
wasn't a fish.” In other words, the
master performer is often a poor
judge of how one becomes a master
performer. There certainly are vol-
umes of opinion and suggestion, but
by and large they rest more on theory
than hard data. Ironically, some of the
strongest data comes from survey
studies of what turns off adults in the
classroom. Likewise, there is a nicely
developing body of literature on what
makes for good and bad meetings
that has implications for training:

21 The learning environment must
be physically and psychologically
comfortable. Adults report that long
lectures, periods of interminable sit-
ting and the absence of practice op-
portunities are high on the irritation
scale.

22 Adults have something real to
lose in a classroom situation. Self-es-
teem and ego are on the line when
they are asked to risk trying a new be-
havior in front of peers and cohorts.
Bad experiences in traditional educa-
tion feelings about authority and the
preoccupation with events outside
the classroom all affect in-class expe-
rience. These and other influencing
factors are carried into class with the
learners as surely as are their gold
Cross pens and lined yellow pads.

23 Adults have expectations, and it
is critical to take time up front to clar-
ify and articulate all expeciations be-
fore getting into content. Both train-
eesand the instructor/facilitator need
10 state their expectations. When they
are at variance, the problem should
be acknowledged and a resolution ne-
gotiated. In any case, the instructor
can assume responsibility only for his
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or her own expectations, not for those
of trainecs.

24 Adults bring a great deal of life
experience into the classroom, an in-
valuable asset to be acknowledged,
tapped and used. Adulis can learn
well—and much—from dialogue with
respected peers.

25 Instructors who have a tendency
= tohold forth rather than facilitate can
“ - hold that tendency in check—or com-
. pensate for it—by concentrating on
" the use of open-ended questions to
draw out relevant trainee knowledge
and experience.

26 New knowledge has to be intc-

"~ . grated with previous knowledge; that

means active learner participation.
Since only the learners can tell us
- how the new fits or fails to fit with the
old, we have to ask them. Just as the
" learner is dependent on us for con-
firming feedback on skill practice, we
are dependent on the learner for feed-
back about our curriculum and in-
class performance.

47 The key to the instructor role is
control. The instructor must balance
the presentation of new material, de-
bate and discussion, sharing of rele-
vant trainee experiences and the
clock. Zronically, we seem best able to
establish control when we risk giving
it up. When we shelve our egos and
stifle the tendency to be threatened
by challenge to our plans and meth-
ods, we gain the kind of facilitative
control we seem to need to effect
adult learning.

28 The instructor has to protect mi-
nority opinion, keep disagreements
civil and unheated, make connec-
tions between various opinionsand
ideas, and keep reminding the group
of the variety of ptentizl soiutions to
the problem. Just as in a good prob-
lem-solving meeting, the instructor is
less advocate than orchestrator.

29 Integration of new knowledge
and skill requirss wransition time ar.d
focused effort. Working on applica-
tions to specific ba .-on-the-job
problems helps with the transfer. Ac-
tion plans, accountzbility strategies

13

and follow-up after training all in-
crease the likelihood of that transfer.
Involving the trainees’ superviscr in
pre- and post-course activities helps
with both in-class focus and transfer.

30 Learning and teaching theories
function better as a resource than asa
Rosetta stone. The four currently in-
fluential theories—humanistic, be-
havioral, cognitive and developmen-
tal—all offer valuable guidance when
matched with an appropi:ate learn-
ing task. A skill-training task can
draw much from the behavioral ap-
proach, for example, while personal
growth-centered subjects seem to
draw gainfully from humanistic con-
cepts. The trainer of adulis needs to
take an eclectic rather than a single
-theory-based approach to developing
strategies and procedures. o

Ron Zemke is senior editor of TRAINING.
Susan Zemke s currently the manager
of training consulling services for First
Bank System, Minneapolis, MN.
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echnology Tackles
e Trammg Dilemma

Ccmputers and interactive—vidéo systems are changing the way

American business copes witk training

BY RANDY ROSS

RAINING HAS been a
preb! m for businesses
- since business began.
In the earliest days, people learned
from one-on-one instruction; craftsmen
served apprenticeships and the children
of the wealthy learned essential skills
from private tutors. Head-to-head train-
ing is still probably the most effective
method ever developed, but it’s useless
for teaching large numbers of students.
When the Industrial Revolution created
a need for an educated work force,
schooling came to the masses in class-
rooms governed by a new type of educa-
tor—bespectacled Miss Crabtrees
wielding chalk in one hand and a hicko-
- ry- switch-in- the “other. Such ‘classes
could handle large numbers of stu-
dents, but quality suffered because
Miss Crabtree had to slow down lessons
toaccommodate the weaker students.
At last technology is providing solu-
tions to the training dilemma, with
methods that don’t compromise quality
for quantity. New methods rely on “in-
teractive” technologies that adjust to
the individual student, just as an atten-
tive tutor would. And they’re fast. Ex-
perts claim that computer-based train-
ing and interactive video can cut
training time in half.

Reprinted with permission from the September 1988 issue of HICH TECHNOLOGY 8

Both computer-based training and in-
teractive video rely on computer tech-
nology to gear training to students’
needs. For instance, a worker learning
how to repair computer equipment may
be presented with a lesson followed by
a quiz. An incorrect answer on the quiz
cues the computer program to send him
to a remedial section that helps him find
the correct answer. However, pecple
who understand the material can race
through from start to finish at a faster
pace. Such learning programs are inter-
active because a student’s responses
determine the sequence of the training
interactions. Also, workers can tackle
training at any time, as long as a per-
sonal computer or interactive-video
monitor are at the ready.

When large companies need to reach
many employees scattered across the
country, teleconferencing and busi-
ness-owned TV networks are rapidly
becoming the method of choice. Private
broadcasts let a company’s bescinstruc-
tor reach all the pupils at the same time
(see “Business TV Becomes Big Busi-
ness,” May 1988).

These advanced training technolo-
gies come not a moment too soon. Faced
with increasing international competi-
tion, businesses need well-trained

Corporation, New York, NY 10022, All rights reserved.

workers now more than ever, especially
businesses that depend on complicated
and often confusing technologies.
What's more, in this cost-sensitive era
when companies must get by with slim
staffs, training can play an essential
role in getting the most from the re-
maining workers.

The need for training will only inten-

-sify. Business and industry is changing

so fast that, among today’s workers
who make it through the year 2000,
about 75 percent of them will need re-
training. Young people now entering
the work force will change occupations
about four times during their careers,
and at least two of those occupations
don’t exist yet, according to the Train-
ing and Development Journal. Com-
bine a shrinking pool of entry-level
workers with the 23 million American
adults who are considered functionally
illiterate, and it’s clear that more corpo-
rations will offer basic education in the
workplace.

Already, U.S. businesses spend about
$30 billion on education and training
each year, according to an estimate
from the American Society for Training
and Development. Training expendi-
tures should increase 5 percent per year
for the next five years, predicts Stuart

USINESS. Copyright 1988, Infotechnology Publishing

- )
~ E I{ICJoumalr Articles




fru , LY c.u?!ll . o s % S . A, R

YN

-

Training Delivery Systems for Adult Learners

IC

Aruitoxt provided by Eic:

LE




-
<

Krasny, president of California-based-
SK&A Research.

Those traming dollars pay for a
range of methods
such as seminars and workbooks; low-
tech techniques, including videotape
and film; and high-tech alternatives
such as mteractive computer software
and laser-disc systems.

Among the high-tech methods, com-
puter-based training—interactive sys-
tems consisting of a computer 2nd
training software—accounts for a
whopping 30 percent of the corporate
training dollar, Krasny says. Interac-
tive-video systems, which use a comput-
er, video-disc player, and a 12-inch laser
disc, now take only about a 2 percent
slice, but are growing. By 1992, interac-
tive video will cut into demand for in-
structors and videotape, and account
for about 8 percent of the training mar-
ket, aeé;rdmg to Frasay.

Slm'larly, teleconferencing, which
transmits lessons to many remote sites
simultaneously, accounts for about 2
percent of corporate training expenses.
Krasny expects that figure to double to
4 percent over the next four years. By
that time, even more advanced training
technolcgies should be in place. Sys-

with digitized images to give workers
access to large databases.

Even though machines may never
match the love Miss Crabtree put into
her lessons, high-tech training methods
handle many tasks more efficiently. A
1984 study conducted by IBM showed
interactive video to be about three
times more effective at teaching than
an instructor, and consultants claim
that computer-based training teaches
one-third faster than do standard, in-
structor-led classes.

nother penefit of machine in-
struction is that it increases
one-on-one interaction. The
oft-quoted axiom holds that
we recall 25 percent of what we hear, 45
percent of what we hear and see, and 70
percent of what we do. Interactive vid-
eo and cemputer-based traiving force
students to participate, which can be a
feat in itself. “In first grade, people
learn how to get by without paying at-
tention,” notes Gloria Gery, author of
Making CBT Happen (the “CBT”
stands for computer-based training).
Other advantages of high-tech teach-
ing include consistency, efficiency, and
cconomies of scale. “Trainers are hu-
man, and have good days and bad
days,” says Thomas Reeves, assistant
professor of instructional technology at

the University of Georgia. A machine
that delivers a prerecorded lesson has
no such variation—management can be
sure that eack employe receives the
same information every time. In addi-
tion, by eliminating tangents, interac-
tive technology can reduce class time
by one-third, says Ruth Clark, a Califor-
nia-based training consultant.

Further, students can save their com-
panies time and money by using self-
paced instruction that lets them skip
lessons they already know and focus on
unfamiliar material. Faster learners
get back on the job sooner; slower
learners can redo a lesson until they get
it right, without appearing incompetent
in front of peers or wasting class time.

Even though interactive video is
dwarfed by the number of computer-
based training systems installed, it rep-
resents an up-and-coming training
method. The technology uses a videe
disc read by a laser, similar to audio
compact discs that play musie, but
packed with images and controlled by a
microcomputer. A student uses a key-
board to respond to questions, options,
or probiems presented by the program
on the disc.

The major benefit of interactive video
is its ability to provide television-like,
full-motion pictures. These are hard to
beat when teaching behavicrs, such as

he

3 tems being developed by such heavy-
/’ weight researchers as General Electric
- and Sony Corp. will use compact dises
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how to act on a sales call, or for demon-
strating hands-on skills that are diffi-
cult or dangerous to undertake in real
life. Videosimulations are used to teach
everything from how to handle a nucle-
ar-power-Dlant disaster to emergency
medical care.

However, the high cost of hardware
and video produztion typically limit in-
teractive video to crganizations with
deep pockets, such as governments and
large corporations, “If you're not train-
ing [at least] a thousand people, I'm not
sure you can justify [customized] inter-
active video,” says Charles Hall, sales
manager for Interactive Medical Com-
munications of Waltham, Mass. Inter-
active-video hardware can add about
$4,500 to the cost of a personal comput-
er, or total about $9,450 for an integrat-
od system such as the IBM InfoWin-
dow. Major hardware suppliers include
1BM, Sony, and Matrox Electronic Sys-
tems Ltd. of Dorval, Quebec. Custom-
made interactive-video software can
cost about $200,000 te $450,000, accord-
ing to Richard Michaels, vice president
of Learncom, a company in Cambridge,
Mass., that makes training software.

When it's available, generic, off-the-
shelf software can be considerably
cheaper. Interactive Medical Communi-
cations, a $12-million company that

L

makes only interactive-video products,
offers a series of generic programs that
teach Occupational Safety and Health
Administration standards, for about
$1,700 per program. The company also
rents hardware; a complele nackage
can cost as little as $125 per trainee.

or companies that can afford

the up-front investment for

hardware and software, the

long-term payoff from inter-
active-video training can be substantial.
A system used by the U.S. Aimy cuts
training ume by almost 50 percent for
computer repairmen who must learn to
maintain and repair disc drives in Digi-
tal Equipment’s VAX minicomputers.
Formerly, an instructor needed three
days to train 15 people, giving each stu-
dent time on the computer. The interac-
tive-video system lets instructors teach
15 people in less than two days. Instruc-
tors can cost $400 a day, so this can rep-
resent a substantial savings.

Such savings in time and expense ac-
count for the sudden pickup in the popu-
larity of interactive video. Applied
Learning Inc. of Naperville, IlL.—prob-
ably the biggest player in the fragment-
ed training industry, with about $200
million in annual sales—has seen its in-

teractive-video revenues jump from $3

million in 1985 to an anticipated $80 mil-
lion this year. “Interactive video is re-
placing live education,” says company
president William Roach. )
The U.S. Army has been a major
benefactor of the technology and re-
cently signed a hardware contract with
Matrox that could be worth as much as
$223.5 miilion over the next five years.
At Fort Benning in Georgia, an interac-
tive-video system simulates tank war-
fare, eliminating hazards to soldiers
and damage to expensive equipment.
On one occasion, trainees using actual
tanks drove into a river and several peo-
ple drowned, recalls Thomas Reeves,
assistant professor of instructional
technoiogy at the University of Geor-
gia. The tanks also wore paths in the
ground that were easy to follow, allow-
ing drivers to cheat. No such problems
arise during a computerized simulation.
Interactive video is also making sig-
nificant inroads in sales training, be-
cause it can demonstrate body lan-
guage and other visual cues important
in approaching a customer. Massachu-
setts Mutual Insurance Company of
Springfield, Mass., uses a system that
trains agents, and then videotapes their
performance in various sales situations.
Agents may retape the exercise as

many times as they like, then show it to

BUSINESS TV AT COMPUTERLAND
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7 supervisor fora t;ritiqile. The 515,000

system includes a touchscreen monitor,
a laser-disc player, a color camera and
video recorder/player, and an IBM AT
pezsonal computer, all housed in a port-
able cabinet.

The Massachusetts Mutual ‘system
cuts training time by about half, says
Jane Curtis, director of field develop-
ment. At one field office, the system
contributed to a 40 percent increase in
agent productivity, as measured by
sales results.

Because laser-disc video systems of-
fer greater interaction, they could even-
tually replace videotape in the training
industry. However, it will be at least
five years before disc systems make se-
rious inroads. At the moment, video-
tape is the training industry’s most pop-
ular technology. A survey by
Minneapolis-based Lakewood Research
found that 80 percent of the trainers
polled use videotape, compared to 35
percent who use computer-based train-
ing systems, and 3.9 percent using in-
teractive video.

ACTV of New York is developing an
interactive videotape system that may
help the older technology hold on even

L)

longer, particularly as companies seek
to maximize the return-on-investment
of their tape equipment before buying
laser-disc hardware. The ACTV system
is being developed for the consumer
market, but may find its way into train-
ing by the end of the decade, says Rock-
ley Miller, editor of The Video Disc
Monitor newsletter. The device can
read one of several parallel tracks on
the videoiape, allowing the program to
branch into various areas in response to
student inputs. The interactive tape
would run on a conventional videotape
player equipped with a “black box” to
read the specially coded tape.

evertheless, the technology

still has limits for training,

says Miller. In particular,

videotape can’t hold a still

image for very long, and the tape can-

not easily go backward when a stu-

dent’s performance indicates the need

for review—something that’s a snap
witk random-access video discs.

Computer-based training systems

lack the visual capability of interactive

video, but their lower cost makes them

attractive alternatives for teaching cog-

nitive tasks such as memorizing a body
of knowledge or learning the steps of a
procedure. Generally, computer-based
training consists of either custom or ge-
neric software on a floppy disk that
runs ¢ a conventional personal com-
puter. Custom programs can cost
$40,000 to $70,000, about one-fifth the
price of comparable interactive-.ideo
software, says Michaels of Learncom,
which also sells off-the-shelf software
ranging from computer literacy to pro-
ject management for less than $200.
Prudential Insurance Company of
America uses a computerized training
program to prepare agents for the Na-
tional Association of Security Dealers
licensing exam. The company hired
Longman Financial Services Institute
Inc. of Southfield, Mich,, to develop the
program. When agents were taught in
classroom lectures, only about 68 per-
cent passed the exam, says John Mur-
rar III, Prudential’s vice president of
research. With the computer-based
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training program, the pass rate jumped

to almost 90 percent. The nrogram has
also helped Prudential deal with rapid
agent turnover: Its ‘agents are more
content after passing the exam, be-
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cause the license lets them sell products
such as mutual funds and variable an-
nuities that boost commissions.

Computer-based training aiso is used
extensively for management training,
especially for exercises that simulate
business situations. Such exercises let
managers practice running various di-
visions of a company—operations, fi-
nance, research and development—
without making real-life judgment er-
rors that could damage the company.
During a typical simulation, partici-
rants divide into teams that are given
the responsibjlity of running a fictitious
company. The computer program
crunches through the data and provides
quick feedback on the imaginary com-
pany’s profits and competitive position,
based on the management decisions
madeby the players.

When immediacy is an issue, telecon-
ferencing continues to be the best way
to get the word out. On the evenizg of
last October’s stock-market crash, sev-
eral financial services and brokerage
firms, including Merrill Lynch, used pri-
vate television broadcasts to contact
brokers scattered acvoss the country.
“In situations like that, the savings can-
not be measured,” asserts Elliot Gould,
publisher of the industry newsletter
Telespan.

More tangible savings from telecon-
ferencing come from reductions in
training-related travel. Using a busi-
ness TV network, companies can broad-
cast training programs to employ-ees at
their workplaces.

Although business TV is widely con-
sidered a successful training technolo-
gy, its high price limits it mainly to
large companies. Installing a private
network can cost more than $1 million,
plus ongoing operation and production
costs. And even though satellite-tele-
cast programs reach large, dispersed
audiences, they are basically an exten-
sion of the auditorium-lecture ap-
proach. Interaction between lecturer
and worker is limited to the few tele-
phone calls that may get through to the
studio. ““A trainer couldn’t possibly han-
dle all the calls. He probably gets a
tenth of 1 percent,” says Ron Zemke of
Training magazine.

In the near future, training will be de-
livered on adaptations of compact-disc
players. Like video discs, compact discs
store data as a digital pattern of pits on
the disc’s surface. A laser reads the
pits, which are then decoded and pre-
sented as pictures on a screen, sound

Tocmslogles in wee s 1967 o8 U.S. compunies
with 39 or ssere engployess
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through a speaker, or data ona comput-
er monitor.

Compact dises, which are technically
the same as the 4%-inch CDs used in
home stereo systems, can store vast
amounts of data—one disc can hold the
equivalent of the information available
on 1,500 floppy disks.

Compact disc-interactive (CD-I), be-
ing developed by Philips, in coopera-
tion with Matsushita and Sony, com-
bines limited interactive video with
large databases. SK&A Research’s
Krasny says CD-I could be useful for
teaching sales people who must sell a
wide arrav of products from a catalog,
such as thuse from large department
stores or auto-parts dealers. In addi-
tion, at about $2,000 for a complete sys-
tem, CD-I hardware would cost about
one-third the price of a comparable vid-
eo-disc system. CD-l is expected to hit
the consumer market in mid-1°89, and
possibly the training market in another
year after that.

General Electric is developing an al-
ternative to CD-I that can deliver mov-
ing pictures, but experts say the pic-
ture quality is not up to snuff. This
technology, called digital video interac-
tive (DVI), uses add-or boards to coor-
dinate a per<onal computer, a CD-ROM
drive, an amplifier, and speakers. The
add-on boards could add approximately
$7,000 to the cost of such a system. DV1
technology, which is expected to reach
the consumer market in 1990, can ac-
commodate more full-screen, full-mo-
tion video than CD-1.

Although compact-disc technology
represents the next wave of training
technology, it’s still too early to specu-
late on when it will arrive. The training
industry has been slow to accept inter-
active technologies, and, as one execu-
tive put it: “You can’t hit them up ev-
ery year with a new gadget.” The
acceptance process could be acceler-
ated when CD systems are able to pro-
vide acceptable moving images; until
then, many software developers may
ignore CD technologies.

But even the most sophisticated,
readily adoptable, technology will not
put Miss Crabtree on the unemploy-
ment line. In the future, instruction
may involve a machine that delivers
the lesson and a person who handles
problems and can therefore spend -
more time with trainees. The bottom 3
line: Miss Crabtree will 'become more Z
efficient and her students will become§
more productive, 8z
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Design and Delivery of Customized
Training Programs for New and
Expanding Business and Industry

JOLYNEGHANATABADIand COLLETTESAYLOR

The community college’s major role in economic development was affirmed in lowa
by the passage of the Industrial New Jobs Training Act in 1983. It has provided
tax incentives to new and expanding businesses and granted exclusive rights to the
state’s community colleges to contract for training with eligible businesses. That
legislation and the six-step rrocess the Des Moines Area Community College uses
in the designing and delivery of customized training for new and expanding busi-
nesses and industries in its district are discussed.

n examinination of the customized training made possible

by Iowa’s New Jobs Training Act (House File 623) should

start with a brief background of the Des Moines Area
Community College. It is a comprehensive community college with
its main campus located nine miles north of Des Moines, the capitol
of lowa. Established in 1966, it is one of 15 community colleges in
the state of lowa, the largest community college in Iowa, and the
fourth largest college in Iowa. Its eleven county area encompasses
6,560 square miles and serves approximately 8,900 full-time stu-
dents and 52,000 part-time students on four different campuses.
The college offers vocational, two-year college transfer, and adult
and continuing education programs.

Iowa has a highly educated and qualified work force: 76 per-
cent of the state’s population age 25 and over are high school grad-
uates, one-third of whom have completed one to four years of col-
lege. We have the highest literacy rate in the country and rank in
the top two or three nationally in college ACT scores. A right-to-
work state, Jowa prides itself in that the workers have been rated as
being 35 percent more productive than the national average (lowa
State Department of Economic Development, 1987).

@ and Collette Saylor.
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Primarily an agricultural economy, Iowa has experienced major
economic, social and political charges throughout the 1980s due to
the agricultural crisis. There have been farm foreclosures and bank
failures, with related industries closed down and retrenched result-
ing in thousands of lowans out of work. Many experts claim the
state will continue to experience these major transitions throughout
the 1990s. The state is slowly becoming more diversified relying on
industrial and service oriented businesses to reduce unemployment
and -to speed up the growth of the state’s gross product (lowa’s
Golden Circle, 1987). New intitatives have been introduced to revi-
talize the state. To attract business, the state has eliminated the
personal property tax on business inventories, created tax credits
for job creation, and eliminated the sales and use taxes on industrial
machinery, equipment, and computers.

In 1983 in an effort to stem the tide of recession, the lowa
General Assembly passed the Industrial New Jobs Training Act,
House File (HF) 623. This act was to attract new industry to the
state and encourage existing businesses to expand. The costs of
training are financed by dive.ting a percentage of the payroll with-
holding taxes from new jobs generated by the company and apply-
ing incremental property taxes created through capital expansion.
The employer pays nothing for the program because the revenue
comes from the taxes ordinarily paid with or without the program.
The college, in turn, then issues training certificates for the antici-
pated revenue generated from these sources.

The program is quite flexible. The training may be conducted
either at the new facility, at the parent company headquarters, or in
a classroom. Training or program costs include, but are not limited
to, the following:

e pre-emploment screening, counseling, evaluation, and train-

ing;

» adult basic education and other basic skills;

e on-the-job training (up to 50 percent of the worker’s salary
to be reimbursed during the training period);

e customized job-specific skills training on site with industry
equipment;

e the provision of equipment, supplies, facilities, and materials
needed for training;

e subcontracted services with other institutions governed by
the lowa Board of Regents, private colleges or universities;
or other federal, state or local agencies; and

e contracted services with professional consultants.
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As a result of the 1986 Federal Tax Reform Act, no other state
3 can duplicate this program.

o To assist in the growth and development of business enter-
3 prises, government agencies, communities and individuals in central
Iowa, the Des Moines Area Community College created the Eco-
nomic Development Group. It includes four divisions: contract train-
ing, continuing education, the Golden Circle Incubator, and the
Golden Circle Satellite Center. The contract training division works
mainly with new and expanding businesses.

The primary objective of the contract training division is to
provide job-specific skills training to business and industry through
a variety of nontraditional approaches including individualized and
self-paced instruction, seminars and workshops, and on-site-training.

Since 1983 the College has provided customized training to 53
new and expanding businesses resulting in 4,597 new jobs in the
eleven county area with a total dollar value of over 17 million in
training certificates issued. Representative business and industries
with which the College has worked are: telemarketing, seed corn
research, accounting services, insurance, sign making, food addi-
tives, credit services, printing, and window making. Specific com-
panies include: Greyhound Lines, Garst Seed Corn, Deere Credit
Services, Integrated esources Life Insurance, Armstrong Tire &
Rubber, Commtron, and Rolscreen.

Each company has had different training needs. It has been
important for us o be flexible and to work closely to provide the
training when and where the firm wants it. The procedure for
working with the companies in providing customized training for
their new employees follows six basic steps:

® analysis of the company;

training needs assessment based on job and task analysis;
identification of training outcomes;

training program design, development, and delivery method;
implementation; and

evaluation of the training.

When first consulting with a client, we strive to learn as much
about the company as possible. This includes the firm'’s reporting
structure and hierarchy to identify those within the organization
who have the authority to sign agreements and make decisions
regarding all phases of the training program. Often companies in
l“ working with the college will select an employee to serve as the
- liaison who, in turn, must seek needed answers from others within
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the company. The effectiveness of this liaison depends to some
extent upon the power granted. The closer this liaison is to the chief
executive officer, the more rapidly decisions can be made. Working
with people in authority who are aware of the company’s plans for
expansion is important because a HF 623 agreement is partially
funded from adding new positions. The design and delivery of the
training are dependent upon the schedule and size of the company’s
expansion. From 1 to 12 months lead time, we have developed train-
ing programs for companies. Clients who give us the longer time-
frame may have their training programs more customized.

" Another part of the company analysis is determining the firm’s
commitment to training. Is training viewed as an important use of
time and money, or merely as a way to spend the HF 623 dollars?
Without the money would the firm still train new employees and to
what extent? What kinds of training have been done in the past:
company classroom; public classes; on-the-job training; or that per-
formed by an outside consultant or vendor?

Here is an illustration. Greyhound decided to consolidate two
accounting offices and relocate the single office to West Des Moines,
hiring over 700 new employees. Des Moines Area Community Col-
lege had approximately nine months before the move to design and
develop training for these new employees. Two things made this
project unusual: Greyhound had no offices or staff in Des Moines,
and they had previously relied on their supervisors for on-the-job
training to train new employees.

To start with, a five-member team of training consultants
from the College was assigned to the project and given specific con-
tacts within Greyhound for determining course content; provided
unlimited phone budgets; and made several trips to the work sites in
Cleveland, San Francisco, and St. Louis. The project manager and a
Greyhound liaison worked out the details requiring executive deci-
sion. Next, because of the large number of new hires and the
requirement that following the training of new employees, the West
Des Moines office would immediately assume all the functions of
the prior offices, the staff from the College convinced Greyhound
of the need for classroom, supervisor-led instruction. These classes
were designed to teach competencies with built-in testing using
actual Greyhound paperwork and forms.

The second step of the six-step process involves conducting job
and task analyses to identify the tasks the new employees will be
doing to determine training needs. Job descriptions are reviewed,
supervisors and current employees are interviewed, vendor and
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manufacturer equipment manuals are examined, and management
is asked to project needed job skills. For example, in a telemarketing
organization, important concerns are grammar and diction, tele-
phone sales skills, computer literacy, and recordkeeping. Conver-
sely, a manufacturer may have a need for high-tech training in elec-
tronics and robotics, welding, equipment operation, and safety.

A further consideration is the skill level of the available labor
pool. Can the company hire new employees with the necessary skills
or will the training program teach those skills? The training pro-
gram can also be designed to upgrade the skills of current employees
to match changing technology.

This leads to the third step in the process, identifying the out-
comes of the training program. As training consultants, we help
companies develop realistic expectations. It is extremely important
early in the design of training that the employer’s expectations are
clearly understood to ensure that the program has the direction and
evaluative tools to verify success. For example, HyVac Laboratory
Eggs requires complete accuracy on job tasks to maintain the disease
security of the chickens. Recognizing this expectation, the training
is designed so that new employees must pass with a series of job
related tests and functions with 100 percent accuracy.

After careful questioning and-listening to company representa-
tives’ responses, we are ready to design, develop, and plan delivery
of the training program. The HF 623 regulations afford much lati-
tude in meeting client needs. Therefore, the programs vary in the
type and scope of training.

The design of the training program is greatly affected by the
chosen delivery method. This decision is based on the number of
employees to be trained and the length of the employment phase-in
process. Individualized instruction is used if there are few new
employees with a long-term phase-in. If there are many employees
to be trained in a short perlod of time, we, use classroom instruction.

-« «v-wThe nature ‘of the skills’ fhemselves also affects the design. High-
tech or repetitive machine skills require hands-on training, whereas
office skills development may require short classroom instruction
complemented by accompanying manuals.

Another factor affecting the design is who will be responsible
for the instruction: company trainers or supervisors, community
college faculty, or outside consultants. If company supervisors are
selected to do classroom training becausc of their expertise, the Des
Moines Community College training consultants assist them with
course design and conduct train-the-trainer workshops. Our faculty
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are often selected to conduct training based upon their expertise in
areas extraneous to the skills of company personnel: high-tech
areas, such as eiectronics and blue print reading; and in the basic
skill areas of math, reading , and computer literacy.

Outside consultants are chosen for their particular areas of
expertise: teaching supervisory skills, writing and speaking skills,
technical writing for manuals, video scripting, and computer-based
programming.

The Des Moines Area Community College has a state-of-the-
art video production facility. Media staff assist in all phases of train-
ing, design, and delivery including video development and produc-
tion, and preparation of audio/slide tapes and overhead trans-
parencies. Frequently existing training programs, materials, and
media are used to augment a training program. For a comprehensive
supervisory training program, the college contracted with Devel-
opment Dimension International to market and use their supervi-
sory program, Interaction Management. This collaboration has sig-
nificantly enhanced our ability to provide quality supervisory train-
ing within a short time frame.

Once the training has been developed, the fifth step, imple-
mentation, begins. Serving as consultants, we schedule training.
select a training site, hire instructors, and provide any support
needed to make the training go smoothly and successfully. Schedul-
ing may be for just one section of a class or for developing a year-
long series of training events. We also work closely with the client
to determine training times: during work hours or after hours. If
training is conducted during work hours at the work site, the new
employees recognize that the company has made a strong commit-
ment to their development and training.

Site selection. from the shop floor to the college classroom, can
be any place that can accommodate the type of training to be deli-
vered. Instructors are hired from the company, from the faculty,
and from the outside. We also coordinate a variety of support servi-
ces: ordering training materials, arranging for equipment usage, and
awarding continuing education units and attendance certificates.

Throughout the design and implementation of ‘the training,
the College’s training consultant is responsible for managing all
phases of the project. These include: budgeting, complying with the
regulations of the college and the state, authorizing all payments,
and maintaining ongoing frequent contact with the client. As we
adapt to the changing environment and needs of an expanding or
new business, these functions become quite fluid.
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Following implementation, whick may continue over several
years, the sixth step begins—-evaluaticn and ongoing follow-up. " he
latter uses a variety of instruments: singie course evaluations, com-
pany/supervisor assessments of training outcomes, and the hiring of
outside consultants to evaluate the overall project relationship with
the college. The first two are a matter of course. For the Grey-
hound Project, we used an outside consultant review because of the
project’s size and because it was the first major HF 623 effort
undertaken by the College. The results of the consultant’s review
have been used to identify those areas that went well and those that
couid use improvement. This information contributed to the qevel-
*.»ment of the process we now use with all clients.

Because the Economic Development Group has become a sales
arm for the college, we maintain contact with our clients and fre-
quently follow-up with them to identify additional training needs.
The flexibility of this process, with all steps often occurring simul-
taneously, affords us the opportunity to respond rapidly to chang-
ing client needs.

The college’s training consultants have become expert at
developing the best possible training solutions for the most comglex
of training problems. The followirg case studies illustrate the flexi-
bility and creativity of the uniques applications for the HE 623
monies.

Arrow Signs, Inc.

The company manufactures outdoor signs using a unique plas-
tic heat molding process. In the course of working with this com-
pany, we:

. Produced an orientation video.

2. lllustrated proce s and procedures manuals with a glossary

of terms and an instruction model.

3. Conducted a safety and right-to-know- investigation and
- -~ . established a training program. ..

4. Refined personnel practices including: job descriptions, job
application form, screening, interviewing, and hiring tech-
niques.

5. Led management/supervisory training.

6. Conducted training in computer software applications.

7. Led professional seminars and workshops.

Integrated Resources Life Insurance Company

This multi-life insurance company provides customer service
and administers insurance policies and payout. In cooperation with
Integrated Resources, we:
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Produced an orientation video program.

Hired a trainer paid from HF 623 dollars.

Developed a year-long training schedule.

Designed skills development courses in use of the telephone,
business English, business writing, and dictating.

5. Offered computer literacy and insurance classes for profes-
sional development.

6. Organized supervisory training including basic supervisory
skills, personnel practices, and teaching employees how to
do a job.

- Hyvac Laboratory Eggs
This company produces pathogen-free eggs. For this company
we:

BN

1. Produced competency-based individualized instruction modules
with audio/visual tapes in all areas of chicken management,
egg production, blood sampling, and disease detection.

2. Conducted professional seminars and workshops.

3. Created a video overview.

Greyhound Lines, Inc.
This national office handles accounting functions for Grey-
hound Bus Lines. In working with. them, we:

1. Involved over 140 college staff in employee relocation and
training.

2. Developed over 64 units of instruction and 15 job-specific
instructor manuals using the assistance of Greyhound per-
sonnel to determine appropriate content.

3. Prepared all transparencies and videos for training sessions.

4. Did all typing, filing, duplicating, and collating of training

materials.

. Gave each department 4-78 hours of group instruction.

6. Trained 700 people, representing 24 departments on 21

separate dates including on-site data entry classes offered

during the day and evening.

Designed 18 hours of core instruction.

8. Gave a train-the-trainer workshop for instructing Grey-
hound personnel.

9. Maintained flexibility so that when a department moved
from Phoenix, Arizona, the college staff developed curricu-
lum material in four weeks and conducted courses of three
weeks in length.

10. Received the AACJC’s Keeping America Working award in

1986. 26
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: Deere Credit Services
. The company relocated its retail credit offices, centralizing
financial services. In consultation we:

1. Worked with seven members of top management to develop
training to assist them in meeting a 30-day start-up deadline.
2. Developed an orientation to Deere systems and operations.
3. Prepared an individualized training manual on collection
procedures for a computerized system.
, 4. Prepared training manuals for field representatives and legal
-staff.
: 5. Conducted classes on how to use a CRT.
6. Conducted training on the basic usage of their state-of-the-art
telephone system.
7. Worked with the telephone vendor and systems vendor to
develop a computer-assisted collection system.
8. Worked with the Des Moines and West Des Moines Chambers
of Commerce in developing relocation services.

Commtron
This company is a video and electronic equipment distributor.
In working with the firm, we:

1. Produced job training manuals for telemarketing.

2. Prepared procedures manuals for office and accounting per-
sonnel and for sales representatives.

3. Conducted supervisory training for managers.

The six-step process has been successful for us it Des Moines
Area Community College. Each company that we have worked with
has had unique needs and has brought new challenges and rewards
to our job as training consultants.
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ANNOTATION:
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AVAILABILITY:
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DATE:
AUTHOR:

ANNOTATION:

“Adult Education.” FORMAT:
JOURNAL: Educational Documentation and Information; n233 AVAILABILITY:
- p1-1071 1984,

Reviews literature on origins of adult educztion,

scholatly and inncvative approaches, recent pres- TITLE:

sures for change, and methodological responses
(€.9, aids and materials, individual learning, pro-
grammed learning, distance education). A 378-item
bibliography includes an author and editor index.

Sources of computer printouts used and fibraries and DATE:
journais consulted are appended. (EJS). AUTHOR:

ANNOTATION:

Aduit Education as Training in Business and In-
dustry.

B4

Young, Deborah J.

Over a Sweek pericd 43 typical trainers in a nation-
wide corporation were observed to determine uses
anrd abuses of training technigues. The adult educa-
tors who were Gbserved were technically expert, but
otherwise untrained. Factors that enhance or detract
froro training eftectiveness were identified, specifical-
ly rega:ding organizing and developing presentations.
Abuses of the factors wete determined, and recom-
mendations for improvement were made. The follow-
ing factors/components of organizing and developing
presentations were studied: objectives, sequencing,
methods and techniques, timing, audiovisual materi-
als, and mannerisms or trainers’ behaviors. The
techniciansfirainers who participated in the observa-
tion agreed that a heighterca awareness of the prir-
ciples of adult education would help them plan,
develop, and present better programs in the future
(YLB).

Research Report. 3p.

For a microfiche copy cf this document orcer
ED272756 from FEIS.

Adult Learners: Implications for Faculty.
86.

Kelly, Diana. FORMAT:
Drawing from a review of the fiterature. this paper AVAILABILITY.

explores the role of university and community coflege

faculty in teaching the growing number of adult stu-

dents and potential adult students. First, Section | of-

fers background on the growth in adult enzollments TITLE

at Fullerton Coflege (California). Next, Section 1l pro- DATE:

files the adult college student. exploring the social,

psychological, and demographic characteristics of AUTHOR.
the adult learner. barriers or adult learners; the mo- ANNOTATION.

tivations of adult learr.ers; and the implications of
these characteristics for coilege educators. Section
ill reviews studies of adult learning, exploring the
learning capacity of adults and their preferences for
highly structured instruction, innovative learner-
centered activities, and relevant content. Adult learn-
ing theories ard teaching methods are highlighted in
Section IV, touching on the andragogical use of self-
directed learning, learning contracts, structured in-
quiry, competency-based education, and experiential
learning. Section V focuses on teaching techniques
for adult students. It begins by posing some philo-
sophical and practical questions about how acults
should be taught, and then offers guidance tor using
andragogy in teaching, utilizing methods which re-
quire active participation, facilitating discussion, and
teaching students to teach themselves and others.
This section also includes a discussion of the special
aspects of corporate training programs. Finally, Sec-
tion VI presents a summary and recommendations.

EV)

Information Analyses; Position Paper; 48p.

For a microliche copy of this document order
ED277442 from FEIS.

Adult Learning in the Workplace. A Report of 8
Resource Group Meeting Held at Teachers College,
Columbia University (New York, New York, Junc 7,
1985).

85.
Marsick. Victoria J.; And Others.

This document reports the proceedings of a
50-person resource group meeting that included
leaders from business and industry, goverrment,
unions, uriversities, the media, foundations, and
schools. The group explored the implications of a
Camegie “ounda¥*>nsponsored study reported in
Corporate Classrooms: The Learning Business, pre-
pared by Dr. Nefl Eurich of the Academy for Educa-
ticnal Development. The report is organized ir: five
parts. Part | summarizes the proceedings, while a
summary of highlights and implications from the
report and reactions to it are presented in Part 1!,
Part Ili is a summary of the discussion of thice
groups that probed issues in the following areas:
human capital development in the postindustrial ers,
linkages between corporations and universities, and
new approaches to education in the workplace. Part
IV is an interpretive summary of six key themes
raised throughout the day: (1) the rapidly growing
phenomenon of adult learning in the workplace;

{2) the way in which chis growth has been driven by
change, 2 need for adaptability and flexiuility, and a
concern for human capital development; (3) the lead
taken by corporations in innovative approaches to
education; (4) the keen interest of corporations in the
best way to facilitate adult learning; (5) a need for
functional linkages beiween corporations and univer-
sities; and (6) policy issues regarding the rationaliza-
tion of lnkages, use of public funds, and a proposal
for a Strategic Council. The final part of the docu-
ment summarizes suggestions made during the con-
ference of ways in which Teachers College could
respond to some of the needs that were identified
(KC)

Conference Proceedings; Position Paper; 48p.

For a microfiche copy of this document order
£D260214 from FEIS.

Adult Retraining—An Investment in People.
83
Sumner, Jack, Wilson, Ric.

Adult retraining is an important area for educators to
understand because there appear to be some
changes deveioping in the delivery of education and
training. One change relates to the entry of private
enterprise into the training field, such as the com-
puter courses being held by Radio Shack. Other
changes concern the population to be educated. This
population tends 10 be more mcbile than ever before,
and older. These characteristics mean that many
adults will be coming and going in training programs
(having an effect on the types of programs that can
be successfui), and that ad ustments in teaching
straiegies will have to be mrade to compensate for
adu'ts’ slower reaction times and possible health
pro»ems Other cnanges in the adult population that
i afect retraining include tha possibility of job
layoff (which may potenti=tv make learners hostile or
feasful), increasingly stre ..l weys of life, and
smaller families. Th: explosion o knowledge as tech-
nology advances also makes the task of teaching
adults even more overwhelming; tae amount of infor-
maticn students must know constartly increases. (KC).
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- FORMAT: Conference Paper; Position Paper; 10p. TITLE: “Building Exceilence through Training.”

AVAILABILITY: For a microfiche copy of this document order AUTHOR: Wage!, William H.
EB237707 from FEIS. JOURNAL:  Personnel; v63 n9 p5-6, 8-10 Sep 1986.
£ ANNOTATION: Describes the environment and activities of trainers at

TITLE: Adults and the Changing Workpiace. 1985 Yearbook
of the American Vo~ational Associstion.
Education, an in-house career development series,

DATE: 84. teaching methods, use of external programs. and
AUTHOR: Shulmai., Carol Herrnstadt, ed. future goals. (CH).

~ ANNOTATION: The 31 papers in this yearbook are organized in fve
v sections. {i) CHANGES IN THE LABOR FORCE, which
. includes: “Labor Market Needs to the Year 2000

Motorola, inc. in Schaumburg, illinois. Topics covered
include Motorola’s new Galvin Center for Continu'ng

TITLE: The Case for Criterion-referenced/Modular-based In-
struction in Business, Industrial, and Military

- (Morgan V. Lewis) and "Occupational Adaptability and Settin
Transferable Skilis; Preparing Today's Adults for gs.
Tomorrow's Careers™ (Frank C. Pratzner and William DATE: 86.

- L Ashley); (If) EDUCATING ADULT STUDENTS, which

B contains: “Adult Education Defined” (Wendell Smith), AUTHOR: Hymel, Glenn M.

*“The Causes and Timing of Adult Learning™ (Carol B.
Aslanian), “What We Know about Adult Learning
Styles" (Patrick R. Penland), “New Resources for
Adult Education and Training" (Paul E. Barton),
*Preparing for a Sound Adult Education Program”
(Beverly Copeland and Meredyth A. Leahy), “Today's
Proprietary Vocational Schools™ (Lee R. Kerschner
and Christopher Davis), “Industry Training Efforts in
Adult Education” (Robert Craig), “‘Labor Union Efforts
in the Training of Aduits” (Edgar Czarmneck), **Com-
munity Colleges and the Adult Learner” (Michael
Crawford) ~Military Training™ (Clinton L. Anderson),
“Continuing Education™ (Lee Transier), “Delivery
System fo. Adult Educaticn: Cooperative Extension
Service™ (Mary Nell Greenwood), ““Comprehensive
High School Adult Education” (Paul V. Delker), and
Federal Training Programs’ (Thomas N. Daymont);
(Ill) REACHING OUT TO ADULT LEARNERS, which
includes, "*Support Services for Adult Learners™ (Mary
Ellen Kiss and Margaret A. Taibi), *"Recruitment and
Retention of Adult Leamers™ (Yvonne Ferguson), “’Im-
pact of Technology on Curriculum and Delivery
Strategies in Vocational Education™ (David L.
Goetsch), and *“Collaboration among Aduit Ecucation
Agencies™ (Alan B. Knox); (V) EDUCATING SPECIAL
POPULATIONS, which contains: *"Women and Voca-
tional Education (National Council on the Future of
Women in the Workplace), ““Issues and Trends In-
fluencing the Education and Training of Minority
Groups™ (Roy G. Phillips), *"Immigrants and Refugees”
(William P. Reich), “Vocational Education for Disabled
Adults” (George Travis), and “Groups at Risk"™ (Robert
G. Wegmann); and (V) PUTTING THEORY INTO
PRACTICE, which includes: “Collaborative Efforts with
Industry, Government, and Education™ (Robert E.
Scarborough), “Adult Education in an Urban Environ-
ment" (Robert W. Rupert), "Michigan's Efforts to Ad-
dress Labor Market Challenges” (Gale King and
William Weisgerber), “Prepackaged Adult Programs™
(Barry L. Reece), and "Center for Employment
Resources™ (Rosemary F. Kolde). (MN).

Book; Position Paper; 295p.

For a microfiche ccpy of this document order
ED252663 from FEIS.

“Applying Principles of Leaming to Adult Training
Programs.”

Lanese, Lorena D.
Educational Technology; v23 n3 p15-17 Mar 1983.

Looks at training practices in the business community
to see how adult learning theories—individual dif-
ferences in adult learners, positive environment for
adult learning, personalization of adult learning needs,
using aduit leamers’ experience, and formalizing the
use of practice in training—are being applied. (MBR).

“Adult Vocational Education™ (Robert M. Worthington),  ANNOTATION:  This paper advances the argument favoring criterion-

referenced/modular-based instruction (CRMB) as ap-
plied to Yraining and educational efforts in business,
industrial, and military settings. CRVBI is defined as
an instructional delivery system (along with the con-
comitant curricuium design and instructional materiais
development implications) that accommodates the fol-
lowing themes: (1) predetermined leamer outcomes;
(2) prerequisite leamer background; (3) instructional
sequencing; (4) criterionreferenced evaluation; and
(5) flexible Student entry and exit points. The proiifera-
tion of the professional literature in this area over the
past 20 years points to “icreasing acceptance of
CRMB|, particularly in teaching risk-oriented technical
skills and in the multitude of diverse training situa-
tions to which CRMBI has been directed. Finally, a
variation of CRMBI that is small-group-based and flex-
ibly teacher-paced is presented as an optimal instruc-
tional management tool that maximizes time flexibility
for the student in a responsible way. A sevenpage
reference list is provided. (Author/KC)

Conference Paper; Information Analyses; 22p.

For a microfiche copy of this document order
ED277896 from FEIS.

Corporate Classrooms: The Learning Business. A
Carnegie Foundation Special Report.

85.
Eurich, Nell P.

Education in U.S. industry and business is discussed,
and the history of business-based education is traced
to nineteenth century efforts to meet both the de-
mands of productivity and the training cf workers.
After discussing the size and scope of efforts 1o train
employees, reasons for corporate training are iden-
tified. Four dimensions of the corporate learning
enterprise are considered. in-house educational pro-
grams, educational and training facilities, degree-
granting institutions, and the satellite university.
Specific fopics include facilities for corporate educa-
tion; educational structure; the position of the training
program in the company; teaching methods in the
corporate classroom; research into how people learn;
basic skills instruction; the education of managers
and executives; technical and scientific training; sales,
service, and customer training; general education,
overlap with the educational establishment; and the
quality of corporate courses. Information about 18
corporate education institutions is provided on pro-
gram location, sponsor and history, type of institution,
date established and date degree approved by state,
nongovernmental accreditation, and degrees awarded
A bibliography is included (SW).

Book; Project Description; 172p.

For a microfiche copy of this document order
E0264785 from FEIS.
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Aruitoxt provided by Eric

TITLE: “The Corporate Training Department as a Clinic FORMAT: Project Description, 34p.
for the Study of Instructional Design. AVAILABILITY: For a microfiche copy of this document order
AUTHOR: Foshay, Wellesley R. ED289556 from FEIS.
JOURNAL:  Journal of Instructional Development; v9 n3 p17-21
1986, TITLE: Distance Education: An Information Age Approach to
ANNOTATION: Discusses possiilities for joint instructional design Adult Education.

projects between academic researchers and corpo- DATE: 84

rate sponsors in the private sector. Corporate training : :

strategies are explained, research stratagies are sug- AUTHOR: Zigerel!, James.

ﬁ%&iﬂ%ﬁiﬁ%&ﬁ&l&g g?;pgi?::?ér DEVELOPER: ERIC QIearinghouse on Adult, Career, and Vocational

improving communication in joint research projects. Education, Columbus, OH.

{Author/LRW). ANNOTATION: This study provides an extensive review of the
literature on distance education and of representative
distance education projects and institutions in the

TITLE: “Crash Tralning.” United States and abroad, emphasizing those using
. telecommunications technologies. The introductory
AUTHCR: - Geber, Beverly. section includes a sketch of the information age and
JOURNAL: Training; v25 n3 p40-45 Mar 1988. its implications for adult education and outlines the
ANNOTATION:  Crash training is implemented when sudden instruc- scope of the paper. The second section explains the
tion is needed within a limited time. Outside factors current boom in new delivery systems, defines dis-
such as a ne.. product, worker strike, a merger, or tance education and the distance learner, and de-
new government regulations usually create the need scribes how new technologies are changing the shape
for crash training, and the human resources develop- of correspondence study. The next section recounts
ment area can be challenged by such an event. the history of educational broadcasting and of public

Linda Novotney Kemp of Dayton Hudson Department television and radio in the United S@at&c. Then, the ]

Stores was faced with training 20,000 employees emergence of productive collaboration between public

within 3 months with no prescribed course. Howeve-, broadcasters apd edut_:at:onal agencies is discussed,

the newly designed course was successfully delivered as well as the mst'rugtlonal qes:gn process for te!e-
through teamwork and intense concentration. The ac- courses, multimedia instruction, and telecommunica-
counting firm of Arthur Andersen & Co. presented tions consortia. In the next section, distance educa-
trainer Michelle Landow with a difficult situation when tion is characterized as an international movement,
the Tax Reform Act of 1986 was passed. Landow with special atggntlon to the _deve}opment ﬁnd influ-
was faced with revising 300 hours of course instruc- ence of the British Open University. Also discussed
tion. Through specialty teams and an advisory com- are methods for ma!ntammg quality in dlstance; edu-
mittee, Landow successfully formulated a timely, logi- ::atlop. Anot:ler sec::p Teviews r&ce;rct! on dnsta?ce

cal curriculum. Other examples of companies involved earning sys gmscz k"':’s.tm"t'on?' effectiveness o

in crash training situations are presented, including nonprint m%‘ﬂa' ncluding sections of the mono-

Delta Airlines and BayBanks Inc. graph provide a look :«_n tt]e future, a glqssary gf
terms on telecommunications technologies, a list of
references, and a selected bibliography. (SK)

TITLE: Customized Training Marketing Pian. FORMAT: Information Analyses; Research Report; 84p.
DATE: 86. AVAILABILITY: For a microfiche copy of this document order
AUTHOR: Lay, Ted. ED246311 from FEIS.
ANNOTATION: This report outlines Oregon’s Lane Community Col-

lege’s (LCC's) plan for marketing its customized train- TITLE:  Effectiveness of Interactive Videodisc Training: A

ing program for business, community organizations, Comprehensive Review. The Monitor Report Series.

public agencies, and their employees. Following a DATE: 84

mission statement for the customized training pro- : :

gram, a brief analysis is provided of the economic AUTHOR. DeBloois, Michael: And Others.

ﬁ";xs"?;'r'.:a':g gznc:ur?tgizgtot? afi:w?r‘:‘g ?;"mﬁ'gg p;sg;t; ANNOTATION:  This report focuses on and suggests ways of using in-

sional associations, inhouse training departments, Structional technology to provide better education/

and non-profit tax-exempt organizations; and of col- training delivery systems, especially the use of in-
lege image. The next sections describe the "product” teractive videodiscs. The first 9{1a9ter discusses the
to be marketed (i.e., LOC and its facilities and pro- need for technology-based training; describes the
grams), the "customer” (i.e., a variety of businesses computer interface components, functions, and char-
and public organizations), the "target market™ (. acteristics pf interactive videodisc ‘systems.‘ considers
new, existing, and expanding small businesses; pro- the theoretical principles involved in designing instruc-
fessional and service organizations; and the public tion to enhance learning; provides a historical per-
sector), and the goals and objectives of the program §pect|ve on the development of interactive videodiscs,

Next, marketing strategies and activities are proposed including the names of companies that were forerun-

for each program obijective: (1) accelerate contracting ners in the field; and fists current interactive videodisc

organizations with business and other organizations; _rpanufacture{s. Citing information from an extensive

(2) present a coordinated, positive image to both ' hteraturge review of conceptual reports and experimen-

private and public sectors; (3) promote o the entire tal studies, the second chapter discusses future in-

college the importance of presenting a coordinated, §truct|on§| uses'of interactive videodiscs; the‘pu:chas-
professional image; (4) respond to all requests for ser- ing and integration orf‘dhardware components m_tlot
vice quickly; (5) assume an assertive stance in pursu- woq(ab.ef systems; and the development and pilo

ing accounts and providing customer Service: (6) adapt testing of software programs. The chapter concludes

to new market segments; and (7) provide short-term with five general statements aboyt interactive v:dpo-

training programs responsive to changes in technolo- disc systems. The' discussion of instructional de;&gn
gy, employer needs, and business opportunities. for gdult learners m'the third chapter includes infor-

Materials from a booklet on the services of LCC's mation on the lean)mq process and four phases of

Training and Development Department are appended. development pecul'uar (o] adult§. The jast ghapte( sum-

EN). marizes the potential uses of interactive instruction
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and notes factors that may irhibit its use in educa-
tion. A Tist of the literature cited is provided. (DJR).

Information Analyses; Position Paper; 80p.

For a microfiche copy of this document order
ED278370 from FEIS.

“Employee Training in America.”

Training and Developmert Journal; v40 n7 p24-37 Jul
1986.

Presents results of a nationat survey of training and
development executives concerning the state of US
emplayee training. Examples of the topics covered by
the survey include corporate philosophy, staffing con-
siderations, needs assessment, training participation,
program topics, methods and materials, and program
evaluation. (CT).

Evaluating Short-term Skill Training. Research and
Development Series No. 261.

86.
Dubravcic, Elizabeth V.; And Others.

Nationat Center for Research in Vocational Education,
The Ohio State University, Columbus.

This guidebook for vocational planners and evaluators
describes the many possibilities in evaluating short-
term programs. It is intended for use by educators in
postsecondary institutions developing and implement-
ing short-term programs, those providing service
under the Job Training Partnership Act, and employ-
ers who provide in-house skill training. An introduction
provides an overview of the project on which the
guidebook is based. Chapter 2 compares short- and
long-term training programs in terms of ouration,
philosophy, organizational context, purpose, clientele,
instructional staff, curricuium, and finkage with em-
ployers. Chapter 3 reviews evaluation models. Various
ways to design an evaluation and evaluation criteria
and standards are presented. The chapter also offers
an evaluaticn framework that incorporates evaluative
criteria appropriate for short-te M programs. Chapter
4 discusses key administrative concerns in planning
and implementing evaluation. It presents guidelines
for conducting all types of evaluation—evaluability
assessment, needs assessment, input evaluation, pro-
cess evaluation, outcome evaluation, impact evalua-
tion, and cost benefit/cost effectiveness analysis.
Chapter 5 presents additional guidelines for selecting
an evaluation approach. Two innovative approaches
are presented: aggregate program review and peer
review. The chapter ends wilh the postcard model—
an abbreviated method of evaluating very short pro-
grams. Four pages of references conclude the docu-
ment. (YLB).

Administrative Material, 65p.

For a microfiche copy of this document order
ED268373 from FEIS.

“Evaluation.”
Emerson, Lawrence.

Instruction Delivery Systems, v1 n2 p22-24, 2¢-28
Mar-Apr 1987.

Discusses the importance of both formative and sum-
mative evaluation of instructional design technology in
educational and business settings. Topics discussed
include interactive video, computer-assisted instruc-
tion, courseware, industrial training methods, cost ef-
fectiveness, learner performance data, current
research, computer simulation, and future evaluation

needs. (LRW).

Facilitating Transfer of Learning to the Workplace.
86.
Beaudin, Bart P.

Traditionally, transfer of learning has been a concern
only during coursework. It has become clear, how-
ever, that there are a number of t:ansfer enhance-
ment strategies that educators and tainers can suc-
cesstully implement before, during, and after orga-
nized learning experiences. Even before training
begins, trainers can begin to enhance their students’
ability to transfer their training by collecting baseline
information concerning (1) the labor needs of the or-
ganizations whose employees will receive the training
and (2) the skill deficits of the same employees. Such
information can be collected from advisory groups,
needs assessments, task analyses, and interviews
with supervisors and training program participants.
Transfer-of-training strategies for use during training
include involving participants in the learning process,
providing adequate time for p:actice and feedback, in-
corporating real work as a part of training sessions in
the form of case studies, encouraging co-workers to
attend learning sessions, providing time for discussion
concerning the debriefing of management about the
session, and developing a backsliding prevention pro-
gram. After the program is over. transfer of learning
can be enhanced by sending out flyers highlighting
strategies to participants and following up on par-
ticipants and managers to assess the usefulness of
the training program’s content. Managers can enhance
trainees’ transfer of learning by reinforcing positive
behavior, by using the jargon used in the learning
event when communicating with employees, and by
incorporating the results of learning events into per-
formance appraisals (MN).

Conference Paper, Position Paper; 12p.

For a microfiche copy of this document order
ED274791 from FEIS.

“The Facllitative Trainer.”
Gibb, Peter.

Training and Development Journal, v38 n7 p14-19 Jul
1982.

Descnbes facilitative training, which recognizes that
unidirectional imparting of k~owledge is a limited view
of training, and that involvement, accountability, and
feedback are essential elements for effective learning
(AuthorlJOW)

High Technology and the Future of Education. Occa-
sional Paper No. 122.

86.
Baldwin, Lionel.

Recent technological advances have imposed
dramatic changes :n all areas of the U.S. labor mar-
ket. in particular, the continually increasing demands
for technical training and retraining have created an
increased demand for continuing education for engi-
neers throughout their working lives. The National
Technological University (FOU) represents one inno-
vative method of meeting the lifelong learning needs
of workers in a technical fiekd such as engineering.
Representing a merger of corporate and academic
concerns, FOU broadcasts instruction nalionwide via
satellite. FOU was created in January 1984 to award
accredited masters degrees in selected fields. The
FOU academic programs feature approved courses of
instruction offered by the 21 universities that have
joined togethar to form the Association for Media-
based Continuing Education for Engineers (AMCEE).
FOU also provides research seminars in each disci-
pline taught; operates a modern telecommunications
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delivery system for convenient, flexible on-site service;
offers AMCEE noncredit shoi courses, seminars, and
workshops 1o intreduce newly advanced technology
concepts to a broad range of technical professionals:
and has established a sophisticated satellite network
infrastructure between industry and the university
communities. FOU has participated in a study to ad-
dress the accreditation and state licensing issues
raised by a nationwide instructional network such as
AMNCEE and has undertaken an intensive 3-year test
of using computer communications to enhance stu-
dentieacher interaction. (MN).

Paosition Paper, 27p

For & microfiche copy of this document order
ED275851 from FEIS.

“How Do You Determine the Use of New Training
Technologies?”
Reinhart, Carlene; And Others.

Training and Development Jourral; v41 n8 p22-26
Aug 1987.

Consists of four views regarding assessment of the
need for new types of educational technology within
human resource development programs. Makes rec-
ommendations on questions to ask when considering
implementation of computer-assisted instruction, in-
teractive video, or telecommunications. (CH).

The Impact of Technology on Adult Learning and
Development: An Historical, Contemporary, and
Futuristic Perspective.

86.
Dik, David W.

The Union for Experimenting Colleges and Univer-
sities (0557; Ph.D.).

This qualitative study addresses the question, “How
will electronic information/communication techrologies
influence the future of adult nonformal education?"
As rapid change is taking place in electronic technol-
ogies, the reexamination of methods of organizational
change, educational methodology, delivery systems,
and potential adult audiences become important con-
siderations and are analyzed in the study. The history
of the printing press and television is examined as
representative of major technological introductions
with resulting social and educational change. Explora-
tory and descriptive research methods are then uti-
lized to examine adult education and electronic tech-
nology from a contemporary vantage point. Finally,
historical and contemporary components of the rela-
tion of technology to adult audiences serve as a
basis for inventing the future of nonformal aduit
education in the next century. The advent of earlier
technologies, the printing press, and television af-
fected society and education by enhancing the ca-
pacity to store, retrieve, preserve, and transmit infor-
mation. Electronic instructional technologies have
become a new influence on education with the ex-
panded potential to do the same. Each electronic in-
structional technology has the potential to MULTIPLY,
AMPLIFY, AND DUPLICATE information, knowledge,
and decisionmaking aids. Efectronic technologies
have also reduced two of the majur barriers to infor-
mation and educational access—time and distance.
However, they have not eliminated financial karriers.
Instructional technologies having potential for nonfor-
mal adult education programs studied are: video-
cassettes, interactive video, artificial intelligence {ex-
pert systems, natural languages, robots), and elec-
tronic networks (teleconferencing, electronic mail,
bulletin boards, and data bases). Because of the
capacities and capabilities of these technologies,
educating in the information age will require different
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organizational structures and leadership, new adult
educator skills, and an awareness of emerging educa-
tional needs of adult audiences Educational informa-
tion/communications technologies will require aduit
educational organizations to give greater considera-
tion to the issues of equity, finances, dehumanization,
social impact, adult education, work, instructional
technologies, and long-range planning.

Dissertation, 267p.

For a full4ext copy of this dissertation order
ADG86-26779 from University Microfilms International,
300 North Zeeb Road, Ann Arbor, Michigan 48106,
(800) 521-3042 *

Incorporating Affective Skills into Performance-based
Vocational Education and industrial Training.

87.
Pucel, David J.

Although those psychomotor procedures that were
the basic components of occupations of the industrial
age still need to be taught, there is a growing need
to teach the cognitive behaviors and affeztive be-
haviors associated with information processing and
service-related occupations. The techniques that have
worked well to teach psychomotor behaviors can and
should be modified to embrace the teaching of oc-
cupationally related cognitive and affective behaviors.
Solid competency-tased procedures can be adapted
to teach affective behaviors. First, job-related affective
behaviors that are required for a person to succeed
in the occupation can be identified through a job
analysis. Second, the specific content that an instruc-
tor must teach for a learner to acquire those behav-
iors must be identified through behavior detailing.
Third, how the behavior will be taught must be
planned. The Performance-based Instructional Design
System contains a lesson structuring (planning) sys-
tem that is equally applicable to the psychomotor and
affective behaviors. This system is explained, and
sample charts, checklists, and other illustrative
materials are included.

Conference Paper; Information Analyses; 30p.

For a microfiche copy of this document order
ED290855 from FE!S.

“Increasing the Bottom Line Results of Training.”
Zigon, Jack.

Performance and Instruction; v23 n2 p18-20 Mar
1984,

Describes a collection of techniques used to increase
use of skills learned in a trairing program for the
staff of a motor freight commvn carrier company.
Briefly summarizes the naturz of the training program,
its rationale, target populatiuon, and content and
delivery methods. Also su:nmarizes the training pro-
gram's effects on empioyee performance. (MBR).

Ve
“Industry Goes to School.”
Karabatsos, Nancy A.
Quality; v24 n1 p57-60 Jan 1985.

An increasing number of companies are turning to
local universities and community colleges for em-
ployee training/retraining and the recruitment of
graduates. At Chattanooga State Technical Communi-
ty College (Chattanooga, Tennessee) the $3.3-million

Tthe dissertalion title and abstract contaned here are published with permission of
Umiversity Microliims Internatronal, publishers of Drssertation Abstracts International
(copyright ©1986 by Unwersity Microfims International), and may not be reproduced
without their prior permission

nnotated

Bibliography

; .. QA

29




Rt
>

TITLE:

DATE:
AUTHOR:
ANNOTATION:

FORMAT:
AVAILABILITY:

TITLE:

DATE:
AUTHOR:
ANNOTATION:

N

Produc’ion Center, opened in 1984, is designed to
help develop a skilled local work force. The center in-
cludes (1) a totally automated flexible manufacturing
cell with 3 five-axis, general-gurpose robots; (2) a ver-
tical machining center with 24-ool magazine; (3) a
tuming center with numerical control; (4) a computer-
controlled nonsynchronous conveyor; (5) nine other
robots; (6) an intelligent vision system; and (7) interac-
tive graphics units for computer-aided design and
manufacturing. A committee of local industry leaders
helped design the curriculum and asked specifically
for public e~ 3king and report writing to be included
because the graduates of the center will likely be the
only people to fully know control systems automation.
The center also conducts training courses to upgrade
local employees' skills. Diagram.

influences on Higher Education in the Knowable
Future.

87.
Lorenzo, Albert L.

An overview is provided of the future impacts on the
postsecor«dary educational delivery system triggered
by projected changes in demographics, technology,
the economy, and lifestyles. To help institutions
prepare for and adapt to future changes, the paper
presents the following projections: (1) postsecondary
education will be evaluated more frequently in terms
of its ability to provide marketable skills; (2) the de-
mand for nontradition2! tearning will increase; (3) more
courses will have 0 be otfered at the times and loca-
tions preferred Ly students; (4) the average age of
the postsecondary learner will increase, reducing stu-
dent mobility; (5) new ""education return” programs
will be designed as fewer associate and bachelor
degree programs will provide lifelong employment
guarantees; (6) the value of liberal arts courses for
work-force retention and advancement will be recog-
nized; (7) students will seek course offerings based
on institutional access and convenience, requiring a
reduction in transfer barriers; (8) institutional costs will
force colleges to narrow their focus and build new
programs cooperatively; (9) diminishing student pools
will lead 1o new courses to meet the shortterm
needs of the nontraditional college student; (10} in-
stitutions will emphasize image enhancement in order
to increase the competitive opportunities of their
graduates ard secure greater public support; (11) em-
ployers will encourage more employees to undertake
collegedevel work through tuition payment plans;

(12) public pressure will force institutions to demon-
strate program quality and relevance; (13) curriculum
development and instructional delivery will require
separate Specializations; and (14) educational leader-
ship systems will have to respond to organizational
changes. (PAA).

Conference Paper, Position Paper; 11p.

For a microfiche copy of this document order
ED282602 from FEIS.

Introducing Individualization with Computer-managed
Learning: An Examp'e from Adult Basic Education.

85.
Fahy, Patrick J.

This report presents findings from four pilot projects
introducing computer-based individualization in adult
basic education programming. The report includes a
description of the andragogic and developmental-
studies underpinnings supporting the principal project
goals of responsiveness in the learning environment
and choices for students. Elements of the report are
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the tollowing: (1) educational crises promoting wide-
spread criticism of learning and teaching at all educa-
tional levels; (2) andragogy as a philosophy of aduit
learning; (3) curriculum design principles from the
field of developmental studies; (4) description of the
learning environment in which the projects occurred,
of the projects themselves, and of the PLATO Learn-
ing Management (PLM) computer-management facility;
(5) findings of the projects for students and par-
ticipating staff; (6) broad implications of the projects
(i.e., what responsiveness and studert choice mean in
educational practice); and (7) discussion of social and
workplace trends forcing adult education to recognize
the need for student self-direction and self-pacing
and, in so doing, to make greater future use of tech-
nology. Fifty-three references are cited. (Author/KC).

Research Report, 28p.

For a microfiche copy of this document order
ED260258 from FEIS.

An Investigation of the impact of Learning Theory on
Training and Conditions of Training in the Corporste
Environment.

83.
Collins-Bondon, Carolyn Ruth.
Western Michigan University (0257; Ed.D.).

The purpose of this study was to determine the ex-
tent to which knowledge and use of learning theory
are reflected in corporate training programs. The
literature review was concentrated in three areas,
namely: (1) nature and quality of training programs,
(2) theories of learning, and (3) training programs and
learning theory. That literature indicated that refer-
ences to learning during training generally dealt with
logistics, or teaching and instructional methods (lec-
ture, self-instruction, or onthe-job training). The inves-
tigator posited that training specialists need to te at-
tuned to trainee needs and to provide optimum oppor-
tunities for addressing those needs Instead of the
hypotheses originally proposed, a decision was made
to use a research question, which was *To what ex-
tent are knowledge and use of learning theory re-
flected in the nature of training programs?” The
writer proceeded to develop an interview question-
naire and an analysis checklist instrument based on
principles of adult learning, or “‘andragogy.” Data
were gathered from a telephone survey of represen-
tatives of 16 “Fortune 500" companies located
throughout the United States. Those representatives
provided responses to specifics of how the aforemen-
tioned components are facilitated within corporate
training environments. The analysis provided clear
evidence that in the 16 companies investigated, train-
ee participation varied from '‘almost none" to '‘mod-
est” in the assessment, planning, implementation and
delivery, and evaluation of training programs. Of those
four elements of training programs, planning was the
one in which there was least trainee participation re-
ported. The study seemed to indicate that even the
companies that reported greatest trainee participation
could hardly be classed as trainee oriented. However,
several of the companies, based on the writer's judg-
ment, the interview transcripts, the profile of the
“typical” training program, and in<depth descriptions
of the 16 company training programs, could be
classed as definitely organization oriented. A major
overall conclusion was that all of the companies need
to be cognizant of, and demonstrate more use of, an-
dragogical principles in their training programs.
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“The Invisibie Trainer.”
Berdiansky, H.

Training and Development Journal; v39 n3 ps0-62
March 1985.

Telecommunication training has proven to be less ex-
pensive than traditional training. Research to measure
the effectiveness compared with costs of telecom-
munication training was conducted by the North
Carolina Office of Day Care Services. A traditional
training program and a telecommunications training
program were designed with identical content and
given to two groups of matched trainees. The out-
come was evaluated on a pretest and postiest basis.
Table One shows a cost comparison of the develop-
ment of the course, with the teleconferencing costs
being slightly higher. Table Two gives the trainer and
travel costs for traditional training. Table Three com-
pares the delivery costs of both training types and in-
dicates that the distance determined the savings, if
any. Table Four gives the results of pretest and post-
test scores by training content, indicating no signifi-
cant difference based on method. Suggestions to
make telecommunication training more effective are
given

ANNOTATION:

TITLE: Issues In Television-centered Instruction.
DATE: 81,
AUTHOR: Richardson, Penelope L.

ANNOTATION.  Current research on the adult learner and on instruc-
tion through media has grave flaws, and reviews of
research in five areas are needed to assist instruc-
tional developers and adopters in making wise deci-
sions. These include a critical analysis of existing
telecourse packages, as well as reviews of research
on the motivation of various subgroups of adults and
the recruitment and retention strategies which are ef-
fective for them; instructional strategies effective for
different subgroups of adult learners; the logistics and
costs of alternative delivery technologies and the au-
diences they are likely to reach; and technical assis-
tance and training needed by new adopters. Forty-
three references are listed (Author/LLS).

Conference Paper; Information Analyses, 28p

For a microfiche copy of this document order
ED205217 from FEIS
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TITLE: “It’s Time to Stop Training . . . and Start

Facilitating.”
Crapo, Raymond F.

Public Personnel Management, v15 n4 p443-49 Win
1986.

The author states that agencies must switch from
pedagogical methodology to an andragogically based
training operation. This switch will require a major re-
education of training staff, but he argues that it is on-
ly through adult learning technigues that key person-
nel will become involved in development programs
{Author/CH).
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Lifelong Learning Manual: Training ior Effective
Education in Organizations.

82.

Frith, Michael, Reed, Horace B.; eds.
Department of Education, Washington, DC.

This manual is designed to provide trainers with
detailed information on designing and implementing
workshops concerning lifelong learning. The handbook
is intended for trainers working as educational, staff-
development, and organizational development con-
sultants in such organizations as human service
agencies, business and industry, self-help groups,
libraries and museums, religious institutions, and con-
tinuing education institutions. The manual first pro-
vides a brief discussion of the lifelong learning con-
cept. Tne second section contains a description of
the Lirelong Learning Scale Instrument, and this is
followed by an explanation of the basic design of the
workshop modules contained in this guide. Each mod-
ule is aimed at objectives that differ as to situational
and target population contexis. These workshop mod-
ules include actwities for single-organization target
populations; for cross-agency target groups; for in-
teragency conflict management; and for research and
teaching usage. A final section provides trainers with
an in-depth explanation of the descriptors used at the
two ends of the formalinonformal continuum of the. 11
variables of the Lifelong Learning Scale. A bibliogra-
phy of relevant sources and materials used in the
modules is appended. (KC)

Teaching Guide, 51p.

For a microfiche copy of this document order
ED260176 from FEIS

Making the Transition in Technology, Training, and
Education.

85.
Lynch, Edward; And Others

Macomb Community Coltege (MCC) in Warren,
Michigan, has a commitment to support business and
industrial development, conseqguent employee retrain-
ing, and program design. In addition to helping work-
ers in their retraining andlor relocation, the college
provides systematic support in the development of
basic skills. Occupational programs have tended to be
vertical in design; that is, they provided students with
as much depth as possibie in a limited area. New
faculty coming from industry show greater interest
and willingness to reevaluate program composition
and consider a horizontal approach; that is, a bal-
arce selection across the technology area. Other
factors bringing a shift in thinking about horizontal
programming are changes in approaches to labor re-
lations and work desigr in local industry A formal
long-range plan for the Technical Division at MCC is
heing developed which will establish several key and
strategic concepts and considerations. This planning
approach should help the college deal with change.
To help the college adapt to external forces driving
the changes, Macomb is formalizing a participative
and formal process that openly deals with issues and
seeks commitment from faculty and administration
alike. Macomb’s effort has included development of
an advisory committee, identification of concerns with
which the Technical Division must deal in setting a
course of action for the future; involvement of faculty
as leaders in the leadership process; and encourage-
ment of facully participation in the change process.

(YL8B).
Conference Paper, Project Description; 24p.

For a microfiche copy of this document order
ED265289 from FEIS.
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TITLE: Manufacturing Management Systems: User (raining. "TITLE: “Metropolitan Life: Let the Computer Do the
~
DATE: 82. Teaching.
- AUTHOR: Hunt, C. L. AUTHOR.  Feuer, D
ANNOTATION: The Production Control Training Program is a JOURNAL  Traming. v21 n11 p99-102 Nov 1984,
competency-based management training program cur- - ANNOTATION  Metropolitan Life Insurance Co computerized its
ﬁg:g '"ec‘:p?'zgm at(g:,e 82;‘?“;3)'.5(?3‘5 D'é’é%:" ?' operations to become costeffective and to provide
i let s ncorporaie T igned with el neecs o faster and more comprehensive service to policy-
te:t: ‘:‘d nfggﬁ' ': tTeltwée esﬁ"’g'?s"g 's"‘;cr"c‘j’?f‘dp'%' ) holders and potential customers In order to offset the
al staff memberr;g to identifynindir\,/?gtljalizred trai;ﬁnlgv “ high cost of training its employees across the coun-
; profiles. This assessment process has resulted in a try, the company utlized a program where the com-
% program of workshops that is responsive to tranees’ puter itself was the primary trainer. Human trainers
individua! training needs, schedule constraints, and played only an introductory role in training, account-
learning styles. As a result of the training program, ing for 15 percent to 20 percent of the total program
| the following improvements have been noted: paper- Ir?cluded is a chart breaking down the tlrammg expen-
work reductions, reductions in over-ordered material, ditures and the amount of training received by eacn
. improved record accuracy, and improved scheduling kind of empinyee, A photograph of a training session
A These results have been achieved with a training pro- is also included.
| gram that costs 30 percent to 40 percent less than
would a more traditional program. (MN).
FORMAT: Conference Paper; Project Description; 14p TITLE: ;’:;?:‘:g)sc,‘?w Staff Development Ideas in
AVAILABILITY: For a microfiche copy of this document order "
| ED221740 from FEIS. AUTHOR: Wood, Fred H.
- JOURNAL. Journal of Staff Development, v5 n1 p69-80 May
: TITLE: “Meeting the Chalienge of the New American 1984. ,
Unemployment.,” ANNOTATION. éhoe training a'r;d devetlc:pment :)rogr:ms of the NCRed
e rporation offer usefu! ideas for educators interest
‘ AUTHOR.  Crossland, Ronald J.; Milander, Henry M in Increasing effectiveness of inservice teacher edu-
& JOURNAL. Community Services Catalyst. v16 n3 p11-13 Sum cation Implications tor use of NCR’s personnel train-
1 1986. ing programs as a basis for staff development are of-
ANNOTATION: Predicts changes in work-force supply and demand. fered. (OF)
| Looks at ways new technological delivery systems
N can be used to enhance hfelong learning and improve
. adult retrainingleducation. Reviews the Commission TITLE. Model Building in Training. Collaboration In Adult
on Higher Education and the Adult Learner’s recom- Learning.
mendations, and projects ways technology will be DATE: 80
| used in innovative programs for adults (DMM).
%., DEVELOPER. Department of Education (DHHS), Washington, DC
< Teacher Corps.
|
| TITLE x"hﬂdzﬂ“’ 'Z"g’;ﬂ""vs/;w Training and Develop-  ANNOTATION. This is the first of three reports geared to educator
| en ew and Befter Way. traning and which encompass alternative approaches
l ) DATE: 87. to collaboration and expert input, as well as a range
. AUTHOR: Niehoff, Marllee S ; Romans, M Jay of diverse topics related to adult tearning This par-
| ) ’ ' ) ticular document 1s a collection of papers presenting
| ANNOTATION. Res?arch_ irydic'?tei that t:)onvenuont:;lJ t;at')r:rr‘wg actvities alternative models for collaboration that relate to
are largeiy inefiective in bringing abou avior various aspects of adult learning and training Model
!» change in such dmensions as leadership, wnitiative, 1is basedpon a meeting of exp%rts in highe? educa-
| pl:;rgng and orgramzra\nlt‘f:,']'udgment,'lndepepqence, tion who were brought together to identify critical
e delogaion: The N melfad s 3 g and gaps 1 e knowiecge and understandng f sl
the adult mode of learning 1t is based on the premise 1?;;’2?3 2‘:; ?;?:‘jir:o :g nﬁgg{%isiit%::utﬁ?%:sn-
that learners do better with active participation, mean- 9 o )
. ingful content, constructive immediate feedback, and ness sector and institutions of lhlgher education is ad-
. small-group discussion. The method combines the drassed in Model 2 by discussing the need for clarify-
assessment center, case study, and small-group iis- iny) the interpretations of trammg as a discipline and
cussion modes of training The Niehoff training pro- as a profession and by present‘mg a coopera}ive trqin-
gram consists of five custom case studies developed 1ng model that attempts to capitalize on the interesis
from data collected before the training session and ard expertise of both business and higher education.
reflecting real-world situations and problems that have Ir. Mode! 3, the mission of schools of education is ex-
been encountered by the participants. Because the psnded to encompass the world beyond schooling by
) trainees are given an opportunity to work together r:senting an organizational model that brings to-
4 . ! P
: and find real solutions, there is a much greater gether *+arious academic units to address the traning
. likelihood that they will transfer their training to the needs of workers Using a medium-sized, private in-
N job. Training session participants are divided into five stution of higher education as a prototype, Model 4
1o seven round-table groups, each containing five in- re reals the extent of university faculty and adminis-
a gg/rlgut?\'gi'r %?g's‘ggg’:g nas(ecgg:snag;g g‘r'é‘:éife?ig’:gou \ Irz tor involvement and interest in adult learning-
X h P re ated endeavors and subsequent collaboration with
- 15 minutes each, with 5 minutes between each pre-
T sentation to allow participants to complete ther feed- c;: I::e;?%is' :.:mag);ﬁmc’del 5 grcis:/r;t:/iﬁncitt:\erd?ﬁns
back sheets. A concluding rouna-robin feedback and of coliaboration among experts g the develop-
; : . ment of a position paper by each participating profes-
summary takes 20-40 minutes, Pilot programs using per by
the method have been successful. (MN). sicnal that addresses a common topic. (KC)
FORMAT: Conference Paper; Research Report; 10p.
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Administrative Material; Information Analyses; 112p,

For a microfiche copy of this document order
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Mode! Building in Training. Sympoesium on Adult
Learning Potantia): An Agenda for the Future.

80.

Depariment of Education (DHHS), Washington, DC
Teacher Corps

This is the second of a series of three reports geared
to educator training and which encompass aiterrative
approaches to collaboration and expert input, as well
as a -r..ge of diverse topics related to adult learning.
This particular documant describes a symposium con-
ducted by the Adult Learning Potential Institute i
June, 1980. For the symposium, a diverse gioup of
nine selected participants were asked to respond to a
number of critical questions concerning adult learning
and training in the future. After an oriemation by
Winifred Warnat, in which she invites paricipants to
be creative and daring, the first par of the report
contains selected comments from group discussions.
The second part of the report contains short papers
given by the nine participants on the following issues.
learning versus information processing, meeting the
stressful future; leisure and adult learning; the
necessity of changing old patterns to meet aduit
learning needs; technology, folk heroes, and adult
learning; dependency and authority as blocks to adult
learning; the future of the education business, adult
tearning potential: and new modeis of learning A
short selection of random comments made during the
symposium and a list of participants conclude the
report. (KC).

Administrative Material; Conference Proceedings, 63p

For a microfiche copy of this document order
ED198368 from FE!IS

Modei Buiiding in Training. Toward the Twenty-first
Century: Critical Issues in Adult Learning.

80.

Department of Education (DHHS), Washington, DC
Teacher Corps

This is the third of a series of three reports geared to
educator training and which encompass alternative
approaches to collaboration and expert input, as weli
as a range of diverse topics related to acult learning
This particular document begins with a forecast of
what might occur cver the next twenty years in adult
learning. The remaining five sections present critical
issues that have implications for adult learning and
training in the future. The first section focuses on the
critical issue of unemployment, in which the "*human-
ness factor” is presented as a major void in resolving
the dilemmas faced by unemployed workers; next, it
provides a mode! that begins to address the dilem-
mas through the humanness factor. The next section
acknowledges aging as a critical issue *hat needs to
be addressed through training practices, demonstrat-
ing a method by using the family as a model of train-
ing. Leisure is the critical issue focused \on in the
third section, which discusses the importance of edu-
cators needing to understand the profound impact
that increased leisure wil; have on society in the
future; four training models are presented. The fourth
critical issue identified is women, with special em-
phasis placed on the potential and emerging power of
middie-aged women in molding our culture; this dis-
cussion is followed by a comprenensive training agen-
da. Finally, a leadership training model is set forth for
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addressing the fifth critical issue, community
education.

Information Analyses, 117p.

For a microfiche copy of this document order
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New Directions and Trends in Industrial Trainir . and
Their Implications for Vocational Education
Programs.

86.
Ashley, William L, And Others.

A basic positior of industry is that it picks up where
schools leave off. Training policy within industry is
diverse in theory and practice. Companies vary in
their approach to training, ranging from highly infor-
mal to highly iormal. The many new trends in indus-
tnal training may be anzlyzed in four dimensions: in-
house education programs, educational and training
facilities, degree-granting institutions, and sateliite
universities. Most employers responding to a National
Center for Research in Vocational Education survey
on trends in industrial training state that technology
dictates the initial outline of training needs. Training
was found to occur both in-house and at the cus-
tomer'’s site. Popular training trends included teletrain-
ing, computer-based training, creative uses of video-
discs, touch-screen data entry techniques, increased
use of adult education techniques, interpersorial and
simiiar skifls training, and small-group training. Voca-
tional training programs for skilled workers must keep
pace with the constantly changing needs of industry,
help students develop preemployment qualifications,
avoid adopting or clinging to provincial attitudes and
practices that are inconsistent with the realities af-
fecting firms hiring vocational graduates, and prepare
workers to assume more responsibility for updating
themselves as new technologica! developments and
practices affect their occupations. (MN)

Information Analyses, 11p

For a microfiche copy of this document order
ED272675 from FEIS.

New Directions for Training T.chnology.
81
Fletcher, J D.

Lower manpower quality and increasingly sophis-
ticated equipment are creat'ng training problems for
both industry and the military. The training technology
demanded by this situation must be delivered to and
available at the job site, must be designed to
motivate independent use by students rather than to
encourage teacher acceptance, must be relavant to
tne job needs, and must be intelligent enough to re-
spond usefully to student needs Types of new train-
ing technologies currently being considered or de-
veloped include interactive movies, surrogate travel,
rnicrotravel, virtual team tiainers, automated authoring
of computerized training materials, optimized instruc-
tion through efficient techniques for fostering the
memorization of necessary informaticn, fow cost por-
table simutators, and the use of electronic libraries
Since the goal of all these approaches is to improve
system performance, a novel concept of training
technology has been developed. This concept involves
recognizing that reople are part of the systems being
affected by the training; that training research should
aim at improved system performance rather than at
improved training; that training involves creative learn-
ing rather than passive information transfer; and that
training, manpower, personnel, hardware, and other
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tequirements of the System are interdependent in
their effects on system performance. (Author/PGD)

Conference Paper; Position Paper; 9p.

For a microfiche copy of this document order
ED220947 from FECIS.

“New Directions in Corporate Training.”
87.
Conover, Donald K.

Vocational Education Journal; v62 n3 p23-25 Apr
1987.

The pace of technological change is widening the gap
between public sector vocational education and in-
house corporate training. Howaver, corporate trainers
car. learn the fundamentai skilis of teaching from vo-
cational educaors, who in turn can benefit from in-
dustry’s progress in specialized course anaiysis,
design, and development. (SK).

“A New Look at Leamer-controlled instruction.”
82.
Cox, John H.

Training and Development Journal, v36 n3 p30-94
Mar 1982,

Describes a strategy-based learnercontrolled instruc-
tion model. Strategies involve predetermining training
results, recognizing the prior experiences of employ-
ees, using the real work world in training, evaluating
actual performance, providing immediate and continu-
ous feedback to employees, Self-paced training, and
self+managed training. (CT).

“New Technologies: New Training.”
85.
Zanardelli, Wayne R.

.Jeurnal of Career Development, v11 n3 p181-89 Mar

1985.

Technology is redefining job functions, management
functions, and people-managing skills. The educational
community must reevaluate traditional methodologies
and delivery systems. Changes must occur in school-
industry cooperation, teaching methods, and student
evaluaticn (performance testing and problem solving,
credit for competence rather than course completion)

cn.

New Technology Demands New Kinds of Training.
84,
Zanardelli, Wayne R

The changes brought on by modern technology and
the information explosion it supports are revolutionary
The manufacturing industry has always had a com-
mitment to new processes and new technology. In-
vestment in improving productivity through the appli-
cation of technology is, however, new to the office
Provision of training has become a major issue for
which companies are especially unprepared. Filli-g
the enormous hiring requirements created by the
growth of technology, especially with the rapidly
changing demographics of the work force, is one of
the real challenges of the future. Much of the special
training required will be done at proprietary business
and technical schools that have a long and Success-
ful record of responding quickly to demands of the
local employment scene, implementing new technology
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quickly, and producing highly qualified graduates in
the shortest amount of time possible. Such schools
are characterized by a deep concern for student
needs and success. a teaching staff with industry ex-
perience, individualized placement, and emphasis on
hands-on training; their graduates need only a short
on-the-job learning period Students are attracted by
flexibility in programs, courses, and starting times
Private business schools are in a good position to
work ‘with industrv to provide qualified personnel.
(YLB).

Conference Paper; Position Paper. 11p

For a microfiche copy of this document order
ED252736 from FEIS.

“1995 (A Scenario for Personnel Management
Retraining in the Future).”

Kee, Y. T.

Business C.uarterly (Canada), v50 n3 p22-29 Autumn
1985

Computer technology and computer programs have
forced people in the industrialized nations to rett.ink
the way they manage their business and personal af-
fairs. The computer relieves empleyees of routine,
tedious tasks that Aifle their creativity. As computers
replace people in the execution of routine work, or-
ganizations should retrain their emgloyees for more
creative tasks and for involvement in the company's
business Retraining should include not only technolo-
gy-aftected job levels but all levels of management.
Computerivideo technology, a new interactive technol-
ogy. is an effective teaching method for this retrain-
ing. While it is best used for singutar viewing, it
adapts well to small controlled groups. With modifica-
tions. it can also be used for larger groups. There are
several advantages to this type of program: (1) in-
structe~ services are paid only once, (2) the program
is consistently presented as approved, and (3) revi-
sions are easily made.

“One Way to Study Staff Training in Business and
Industry.”

84.
Wood, Fred H

Journal of Staff Development, v5 n1 p98-103 May
1984

Suggestions on how to examine educational programs
in business and relate finaings from such learning ex-
peniences to the school environment are presented in
this article. (DF).

OPTIONS: Expanding Educational Services for
Adults. The Educator’s Guide.

87
Liming, Roxi A ; Warmbrod, Cathanne A.

National Center for Research in Vocational Education,
The Ohio State University, Columbus.

This guide is intended to acquaint postsecondary-level
administrators, instructors, and counselors with the
backgrouno, philosophy, components, structure, and
use oi the OPTIONS program. The first section
discusses recent and likely demographic changes that
will affect postsecondary education and the *vork
force. 1t explains the role of the OPTIONS program as
a way of preparing workers for rewarding employ-
ment in a labor market subject to rapid, unpredictable
changes caused by rapid technological advancement.
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Linking with employers and developing a curriculum
in response to change are examined next. Adult ca-
reer guidance, entrepreneurship education, and liter-
acy enhancement for adults are covered in a section
on special services for adult leamers. Case studies of
programs sefving adults and guidelines for using OP-
TIONS are provided. A S-page list of documents that
have served as source materials in the development
of the OPTIONS program is included along with a
17page list of related readings dealing with linking
with employers, developing curricula, and providing
special services to a~it learners. (MN).

Teaching Guide, S54p.

For a microfiche copy of this document order
EN288985 from FEIS.

Planning for improved Linkages.
83.
Barnard, Wynette S.

The need for employment training delivery systems to
work cooperatively in preparing a trained work force
is descnbed. A brief review of the literature lists
seven major empioyment training delivery systems
which operate independertly of each other, discusses
the problems associated with their lack of coopera-
tion, and argues that cooperation among these sys-
tems is essential at this time. The ‘slivery systems
listed are: the military, the Job Training Partnership
Act, business and industry, apprenliceshp, univer-
sities, public vocational education, a*d proprigtary or
independent schools. Five major ¢ inciples which
should be incorporated into cooperative programs are
presented along with examples f procedures for
achieving each principie. The principles, which were
identified by a questionraire survey of representatives
of the seven major delivary systems, are: (1) reduce
compelition and encourage cooperation among the
providers of employment training; (2) ensure the quali-
ty and relevance of employment training; (3) ensure
that employment training programs are accessible
and avatlable; (4) increase the efficiency of employ-
ment training; and (5) ensure ongoing planning and
evaluation of the employment training system and its
components. (DC).

Conference Paper; Position Paper; 9p.

For a microfiche copy of this document order
ED241809 from FEIS

Preparing for High Technology: A Guide for Com-
munity Colleges.

82.
Long, James P.; Warmbrod, Cathanne P.

National Center for Research in Vocational Education,
The Ohio State University, Columbus.

So that postsecondary institutions can meet the train-
ing needs of business and industry, this guide has
been developed to help colieges increase and im-
prove their active participation in assisting businesses
and industries to use advanced technology. it pro-
vides suggestions for keeping faculty up-to-date, ac-
quiring the latest equipment, and providing programs
for training new workers, as well as upgrading pres-
ent workers. The guide also suggests means of using
new curricula and delivery systems and modifying ex-
isting programs. The guide presents strategies and
recomsendations for rapid and appropriate responses
to new technological development, based on data
gathered in the Technology Adaptation Project, The
strategies and recommendations for successful prac-
tices are divided into four areas: prograra planning,
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financing and equipping. staff development and re-
cruitment, and curricula develcpment and gelivery
systems. A summary of the Technology Adaptation
Project is included in the guide. (KC).

Administrative Material, 23p.

For a microfiche copy of this document ordei
ED216169 from FEIS.

“Professional Retraining: Meeting the
Technological Challenge.”
Morano, R. A.; Deets, N.

Training and Development Journal: v39 n5 p39-101
May 1985.

Xerox Reprographics Business Group struggled with
the problem of surplus hightech jobs and a lack of
skilled people to fiil them. An expensive program of
retraining was utilized to solve the probiem. The pro-
gram was designed to meet the exact requirements
of Xerox. it was found that retraining with customized
courses was an effective means of soiving the skills
imbalanca problem. A diagram is provided which
shows a training model for electronic/computer and
engieering/computer sciences. 5

“Promoting Adult Leaming.”
Stuart, R. R.

Programmed Leaming and Educational Technology:
v23 n3 p253-58 Aug 1986

Discusses facilitative teaching, rofes and retationships
of teachers and students, and factors in the teaching
environment that facilitate learning. Characteristics of
facilitative teachers and factors that increase and de-
crease relevance of facilitation are outlined. Implica-
tions of facilitative teaching for training organizaticns,
instructors, and students are summarized. (MBR).

Satellite Telecommunications and Their Potential for
Yocational Education.

84.
Grieve, Shelley; Singer, Norman M.

Nationa!l Center for Research in Vocational Ecucation,
The Ohio State University, Columbus.

This report summarizes the findings and implications
of a study that examined the potential for expanded
use cf satellite-related telecommunications in voca-
tional education, focusing on the short-term potentiai
of satellites in the areas of instruction, training, ad-
ministration, and governa.ce. The investigation found
that a variety of education-nriented experiments with
satellle telecommunications have been conducted
since the 1960s. These have shown that sateliite sys-
tems require strong commitment among sponsors and
participants and clear incentives for use, including a
careful match of technology to educational needs. To-
day. state educational telecommunications networks
are found to be at varying developmenlai stages, with
Alaska’s system using satellites pervasively. With vo-
cational education’s need to keep current and reach
widely dispersed audiences and new clientele, satel-
lite applications are envisioned as beneficial in a
number of ways, with great potential for instruction,
training, and professional development. Increasingly,
video teleconferencing and other programs such as
telecourses afford interactivity, so that training and in-
structional purposes can be met more readily. A num-

5COF’YRIGHT £1988. INFORMATION ACCESS COMPANY. FOSTER CITY CALIFORNIA
94404
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ber of specialized satellite-based projects currently
underway should be moaitored by vocational educa-
tors for their adaptation in prog. - ‘mprovement

TITLE:

“Sponsored Experiential Prograns—Learming by
Doing in the Workplace.”

work. Before any satellite-based solutions to voca- AUTHOR: Macala. Jean C.
tional educational needs can be implemented, how- JOURNAL. New Directions for Continuing Education. n30 p57-70
ever, issues related to software, “peopleware,” and Jun 1986.
hardware m;:t be lcog:r;!u:ed. wm;ms ANNOTATION. Explores how sponscied experiential learning pro-
mstudy must includ = ral"eedsl ntive 'r s by grams work—from the perspeclives of both the faciti-
' Iam. caleim‘ el seve nications .em“s and tators and the consumers of the learning. Discusses
educational :”adobtefs “ A glossary a ndpfext m on-campus programs, off-campus centers, the intern
refer e the I x C) position, administering adult internship programs—
ences complet - from the sponsor's perspective ard from the com-
FORMAT: Research Report, 220p. pany’s perspective—and internships with current
E AVAILABILITY: For a microfiche copy of this document order employers. {CT).
ED246232 from FEIS. NOTE: Theme issue: "Experiential and Simutaticn Techniques
for Teaching Adults.”
TITLE: “Short-lerm Tralning: A Means of Providing Com-
munity Colleges and Students with Long-term TITLE: “Staff Development in Schools and Industry:
Benefits.” Perceptions of an Individual Who Has Been in
”
AUTHOR: Terry, Ardel. Both.
JOURNAL: Community Services Catalyst: vi4 n1 p22-24 Win AUTHOR:  Pestetlo, Roxy J.
1984. JOURNAL: Journal of Staff Development. v5 n1 p30-97 May
ANNOTATION: Reviews the benefits of self-paced, short-term training 1584,
programs for community colleges and for adult learn-  ANNOTATION: A former educator who currently holds a manage-
ers. ldentifies the characteristics of competency- ment position in private industry. relates perceptions
based education that should be included in the short- of the differences between programs in education and
term training. Suggests scheduling and registration/ programs in business. Clients, content. and training
tracking possibitittes and underscores the importance processes of both settings are explored. (DF).
of close interaction between faculty and students.
(OMMV)
TITLE: The Stiucture of Adult Leaming, Education, and
Training Opportunity in the United States. Worker
TITLE: Shortterm Training—Where the Action is. Education and Training Policies Project.
DATE: 82. DATE: 80.
AUTHOR: Moore, George R. AUTHOR. Fraser, Bryna Shore.
ANNOTATION. In order to address major permanent changes in the DEVELOPER. National Institute for Work and Learning. Washingion.
economic structure and work forCe of its community, DC.
meta co.:m'"'“::'%?;:'.:?: ;?:n?arlr; gﬁ?‘:r:‘as ANNOTATION increasing numbers o?_Ameriz_:a_n adu!ts_are_a engaged
traini;\g pcroog"“" as its 1 rces it. Shorterm 1n many types of !ea{an'!g activites; a significant part
training. which takes less time than regul:;\r one-year of these learning a{:tmtxas are or_ga{nzed' and struc-
ce rttia'te or [ ate degree rog tured. Record keeping about institutionalized adult
N two-year assoc . programs. learning is often scanty, however, or even nonexis-
focuses cn the acquisition of specific tec.nical skills sent. As the social goal of a “leaming society™ has
with minimum coursework in related subjet* or gen- bee riculated. it has . iR rtant
eral education. Baginning in August 1982, ¢ . bcgan n articulated. it has become increasingly importan
planning two rate shortierm training',,r ~cls in to gain a f{rmer grasp of :ﬁe whole of the (_).'gamzed
ration ms'tehpathe Mic-Willamette Valley Consor- adult Iearmng_ structure. This monograph aimed a't
t:ium::p.e‘lhe Group O tlor;al Training Project (GOTP) those professionally engaged in education and train-
offers shortterm training in industrial skills train- ing matters tahnd ;t ottr:jers t;.ome.r?egdtc')e:nqw more
ing/mobile | construction, word pr ing. and abqut what the structure of organiz rning Oppor-
g nscribing. The .oom Traionc'mPro:ect tunity for adults includes, describes the whole of tne
g:.p'n',)‘g':f:.m g ng. ted Cla&runi "o rk:r‘g - ““e stricture of organized adult learning opportunities. It
S s ot o M'Sb"amc o y ler operations includes a description of the education ard training
micropr ¢ repair al wnology. COItlelpru isted draﬂ-' programs of pnva!e industry and business; all of post-
ing/graphics. These programs are open-entry/open-exit secor'ldary ecucation. fegteral._ state, and local govern-
and tency . using course wles ¢ ment; the cooperative extension service. Correspon-
on ico' mlpe standards a’ nd validated through testi dence instruction; etc. Program objectives, expen-
. ry : far in . ouag od i '2 ditures, and enroliment data are provided for ail of
;r:gﬁhargﬁ Expe;g;ce sohas Iprglw?;;;?nsight ’m these programs. Recommendaticns for future action
(1) time, philosophical, and attitudinal constraints on are given. (KC)
initiating new prog ams; (2) strategies for maintaining FORMAT: Information Analyses; Position Paper; 87p.
?ﬁgﬁ:& p‘;m";;:'atmpm g::)gcg::ge AVAILABILITY. For a microtiche copy of this document order
and student sum and (3) implications for CCC's ED200723 from FEIS.
future role in shortterm training. {DAN).
Position Paper, 9p. TITLE: “A Study of Cooperation/Collaboration among
AVAILABILITY: For a microfiche copy of this document order Em T Sys
ED226789 from FEIS AUTHOR. Barnard, Wynette S ; And Others.
- JOURNAL: Journal of Vocational Education Research; viC n3
- Q p13-34 Sum 1985.
,
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ANNOTATION:  This study was conducted to determine the current
status of existing and potential cooperation and col-
laboration efforts among major employment training
delivery systems. The study involved a survey of rep-
resentatives from eight majer delivery systems of
employment training. Data analysis supplied informa-
tion abcut each delivery system and provided a
means for drawing comparisons among the delivery

AUTHOR. Jacobs, James.

ANNOTATION. Developed by an advisory board of industry and edu-
cation representatives lo raise issues for the consid-
eration of policymakers, community college admin-
istrators, labor leaders, and managers in Michigan,
this report discusses the increasing significance of
training to industry; the challenge to public education
and, in particular, to community colieges posed by

systems. (Author). these training needs; and the implications for a coor-
dinated training policy at the state level. Following in-
' troductory comments, the report exa  es the in-
TITLE: m Computer Managed Instruction creasing importance of a trained wo:  urce, explains
general themes appearing in training delivery sys-
AUTHOR: Seyfer, Charfine; Russeil, James D. tems, and discusses the impact of a heightened em-
4 . . phasis on ‘raining in manufacturing on the relation-
JOURNAL: Performance and Instruction; v25 n9 p5-8 Nov 1986 ship between an individual firm and the public School
ANNOTATION:  Descnbes Mountain Bell's Computer-managed Instruc- system. Next. the report offers a rationale for Michi-
tion Development Project: hows the computer is being gan community colleges playing a major rofe in train-
used to develop any type of instruction, to assist with ing for new technologies, highlighting the reliance of
management of course develcpmernt projects, and to community colleges on jocal support. the location of
direct training of course developers; project fieicHrial the 29 institutions in major industrial areas, and the
goais and results; project benefits; and future project importance of industrial training in computer-based
orientation. (MBR). manufecturing for the economic survival of the manu-
facturi: g base of Michigan's economy. The next sec-
tion iooks at issues for the educational community
TILE: A Systemat! Approach to improving the Training raised by the emphasis on training, considenng the
Process in CIDS. impact on mission, different constituencies to be
DATE: 8. trained, barriers to the development of Michigan com-
munity colleges as a major center of training in pro-
DEVELOPER:  National Vocational Guidance Association, grammable automation technologies, and the need for
Washington, £C. an appropriate balance between public and private
ANNOTATION:  This training journal, a product of the Career Infema- roles in training. Nex. the report looks at training

tion Delivery Systems (CIDS) Project, is designed to issues for the state, di{gctmg a series of recommen-

provide trainers with the necessary training defivery dations at' state authorities. Fina!ly, COﬂClUdifQ com-
skills needed to creale effective 2dult learning ex- ments paint o the need for improved relations be-
periences. Addressed in the individual vrats of the tween education and industry and increased business
journal are the following topics: basic elements of and labor involvement. (EJV).

training experiences (content and process observers), FORMAT: Position Paper, 16p

. : - o

gzgz;g;%’xg(ﬁeog":,f@n‘a;&mﬁ;;n AVAILABILITY:  For a microfiche copy of this document order

(issues in defining 2 training need, the identification cf ED284600 from FEIS.

training needs. and a methods primer):; and conduct-

ing training (a training session checkiist and five ma- . -

jor steps involved in conducting traiming). Each unit TITLE:  “Training for a Changing World: Some General

contains a central objective. terminal objectives, in- Refiections.

structiona! text, and exercises. (MN) AUTHOR. Kanawaly, George.

FORMAT. Conference Proceedings; Instructional Material, 75p JOURNAL. International Labour Review. v124 nd p401-09 Jul-
AVAILABILITY.  For a micrcfiche copy oi this document order Aug 1985.

ED239099 from FEIS ANNOTATION.  Efforts should be geared to making better use of ex-
isting institutional capacity and expanding new forms
of training, opening up more opportunities for women

TITLE: “Target Stores’ Study: CBT Wins Again.” and young people, shi! ‘ng a greater share of the re-
JOURNAL: Training; v21 n11 p17, 109 Nov 1984 sponsibility to private enterprise, ensuring better coor-
dination between the education system and labor
ANNOTATION:  Target Steres, Inc., a national retailing operation markel requirements, and making training mere sen-
based in Minneapolis, Minnesola, conducted a study sitive to sectoral needs (Author/CT)

comparing computer-based training (CBT) to conven-

tional training. Based on the resulls of the study,

Target opted for the implementation of computer- TITLE. “Training Futures.”

tased traini of its efficiency and effec-

(vaness. The stuc compared e o metnas o AUTHOR. ~ Magnus, Margarel

training in two specific applications of Target's Net- JOURNAL.  Personnel Journal, vS5 n5 p60-71 May 1986

work In_lormat:on System. The two applmnonjs were ANNOTATION. The continuing and increasing importance of human

measuring the transfer of knosledge from training to L

onhejob situations and the traines" attitudes toward resources makes employee training and development

each training method The courses ¢ the training nmperatr_.-e: Trainers will have to meet the demand of

methods were developed with the haip of McGraw-Hill new lopics: and areas of focus through the ise of

Interactive Authoring System. & new training methods._ll they are not dev_eloped dur-
ing the normal educational path, basic skills such as
spefling. wrting, ard aritt metic will have to be taught

1M E . by corporate trainers, as will cultural and language
MLE.  Training and Public Policy. Final Report. skills, thinking processes, and creative problem solv-
DATE: 87. ing. Employee arientation 4nd reorientation are wvital to
the oryanization as well. Retraining is important to
e . . teach employees skills for different jobs within the
OPYRIGHT 1988, INFGAMATION ACCESS COMPANY. FOSTER CITY. CALIFORNIA same organization. for automated jobs, and for jobs in
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other industries. This retraining will continue for a
wide range of workers. Among other things, corporate
trainers w  be responsible for providing cross-training
and employee assistance programs New training
methods inciude mentoring and computerbased train-
ing. For any training to work. partnerships will have to
be formed between business and educationa! institu-
tions and between industrial and professional organi-
zations. References.

“Training in the "90s.”
Zemke, Ron.
Training; v24 n1 p40-53 Jan 1987.

Human resocurces development of the future can ex-
pect a continuation of the same four factors that
have influenced the past. First, the external social
forces that have a dramatic impact on management
practices include {1) unionization, (2) regulation,

(3) fitigation, (4) U.S. lifestyles, (5) consumerism,

(6) the texture of the economy, and (7) global econ-
omy. The second factor, the work force, vill involve
(1) aging of the work fcrce, (2) increased workplace
diversity, (3} changing educationat levels, (8) changing
values, (5) employee expectations, (6) supervisors’
views, and (7} a new sense of loyalties. Third, the
organization structure affects both content and
delivery of training and also is influenced by downsiz-
inglu:tayering and entrepreneurshipfintrapreneurship.
Last. technology—both hard and soft—uwili continue
to affect the training field. Tables. References

Training's Practices: Education and Training within
the American Firm.

85.
Zemsky, Robert, Meyerson, Martin.
National Institute of Education (ED). Wash:ngton, OC.

A study examined the training provided to workers by
20 firms across the nation. In the 12 years between
1969 and 1981. American tums inc.eased their ex-
penditures on employee training fiorn $2.4 to $35
mihon, according to an analysis of data gathered by
Current Population Surveys. In the same period,
members of the American Society for Training and
Develcnment nearly tripled from 8 470 to 22,600.
Nevertheless. the extent of firm-spc.isored training ap-
pears to be related to "siness cycles, since a tem-
porary decrease in such training was noted during
the 1981-1983 recession Less than onefifth of those
trainers interrewed as part of this research project
had been trainers in 1972. In general, the larger a
firm and the more complex its services, the more
likely it is to have a management development pro-
gram with a built-in strategy for developing and teach-
ing the company culture. As corporations have
changed their attitudes toward affirmative action, and
as the new generation of traincrs has needed to es-
tablish their profession, present-day trainers inter-
viewed n the study tended to sc& themselves as part
of a larger movement in which the parsonnel function
within their firms provides an integrated approach to
human resource deveiopment An inventory for firms
to use in assessing their own t. .ining programs 1s in-
cluded in this report (MN).

Research Report. 246p

For a microfiche copy of this document crder
ED265378 from FEIS.

“Understanding and Facilitating Aduit Leaming.”
Brookfield, Stephen D.

School Library Media Quarterly; v16 n2 p99-105 Win
1938

Discusses the general nature of adult learning and six
principles of effective practice for facilitating learning:
(1) voluntary participation; (2) mutual respect, (3) col-
laborative spirit; (4) action and reflection; (5) critical
reflection, and (6) self-direction. Forty-five references
(MES).

“Use Films in Training.”
varis, J P.

Training ad Development Journal, v38 n5 p108-110
“ay 1984.

The use of films in training sessions provides the in-
structor with a tocl to vary his or her presentation.
provide r -lief, or reinforce an idea. Using a film effec-
tively requires careful selection, preparation, and ac-
tuat usage. The film shouid supplement a program,
not replace an instructor. 7

“What’s New in Training.”
Patrick. J.
Perscnnel Management, p44-47 Sept 1984,

Training budgets are the first to be cut when com-
panies are under economic pressure. The nature of
the problems which training now addresses is chang-
ing just as our perspective of how trainees learn is
changing. New trainir:g techniques are avauable
which need to be used effectively. Table One com-
pares the IPISD system of the U.S. armed services
with the more educational Briggs and Wagner. Chang-
ing techniques and trends in training are discussed
Bivhography. Tables 8

“What Staff Developers Can Leam from the
Fiivate Sector: Ar: Andragogical Approach.”

Koti, Patsicia J , Hetland, Richard R.

Joural of Staff Developmenr. v5 n1 p81-89 May
1984

Kimberly-Clarn Corporation s approach to needs
assessment, program planning, program delivefy, and
follow-up programs that incorporate an andragogical
perspective are explored in this article !mplications
for schoo: staff developers are presented. (DF)
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